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Abstract- The research aims to investigate the impact of strategic intelligence on the sustainable
competitive advantage. The population of the study consists of managers of Industries Qatar,
namely; Qatar Petrochemical Company, Qatar Fuel Additives Company, Qatar Fertiliser
Company, and Qatar Steel. The researcher distributed the questionnaire to the whole population.
One hundred and three questionnaires were returned and analyzed using SPSS and Amos
statistical software packages. The results clarify that Strategic intelligence, as measured by
foresight, future vision, strategic partnership, motivation, and systems thinking, had a significant
impact on sustainable competitive advantages. Based on the study results; managers and
decision-makers of Industries Qatar have to utilizing the components of strategic intelligence to
study the internal and external organizational environment and how it is influenced by the external
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Impact of Strategic Intelligence on the
Sustainable Competitive Advantage of
Industries Qatar

Mohamed Sulaiman Alhamadi

Absiract- The research aims to investigate the impact of
strategic intelligence on the sustainable competitive
advantage. The population of the study consists of managers
of Industries Qatar, namely; Qatar Petrochemical Company,
Qatar Fuel Additives Company, Qatar Fertiliser Company, and
Qatar Steel. The researcher distributed the questionnaire to
the whole population. One hundred and three questionnaires
were returned and analyzed using SPSS and Amos statistical
software packages. The results clarify that Strategic
intelligence, as measured by foresight, future vision, strategic
partnership, motivation, and systems thinking, had a
significant impact on sustainable competitive advantages.
Based on the study results; managers and decision-makers of
Industries Qatar have to utilizing the components of strategic
intelligence to study the internal and external organizational
environment and how it is influenced by the external variables
and how to hedge potential external threats.

Keywords: strategic intelligence, sustainable competitive
advantage, industries qatar.

[. INTRODUCTION

he last decade of the last century witnessed
Tsignificant and significant  changes and

developments in various aspects of economic,
social, political, technological and cultural life, were
clearly reflected on management practices and
organizational relations within organizations, and as a
result of rapid technological development, and the
problems in which organizations of all types and
activities live, because of the growing effects and
dimensions of globalization, these organizations have
become complex and unstable. As a result, new
strategies for predicting the future of organizations have
emerged as part of the local system within a broader
global system that affects their activities, plans and
strategies. Because of that, organizations provide
information to understand the threats surrounding them,
shape decision-makers' conviction that creative
decisions must be made, and empower managers to
sense opportunities with changes. In order to ensure its
market share, and to achieve a profitable guarantee of
continuity and survival, it must work to achieve a
competitive advantage and work on continuity, and this

Author: Researcher, Department of Public Administration, School of
Business, Mutah University. e-mail: Abo_al7arth@hotmail.com

can only be achieved by the adoption of a system of
strategic intelligence that allows it to deal with all
changes in its internal and external environment and to
be ready to seize opportunities Available. This has led to
the emergence of new strategies that increase the ability
of organizations to adapt to the surrounding
environment, which is called strategic intelligence
(Maccoby, 2001).

Strategic Intelligence is one of the most modern
concepts in the field of strategic management. It
represents a system that helps to monitor the
environmental variables surrounding the organization
and work to exploit and benefit from them. The
importance of strategic intelligence as an important tool
for managers to take a set of proactive steps to reach
the competitive centres in the global environment, it also
leads to excellence through the development of
strategic solutions to complex business problems. This
is done by collecting and analyzing information about
the external environment, responding to current and
future environmental changes, planning and forecasting
results that reflect positively on their reputation, and
providing meaningful ideas that transform innovations
into tradable products. Today, we can say that complete
confidence to identify and use strategic intelligence may
increase the organizational competitiveness and make it
distinct from competitors. Strategic intelligence has
information as to its foundation (Svensson et al., 2011).

Most organization's primary goal is to maximize
all available resources to achieve strategic objectives
and meet customer demands (Nadarajah et al., 2014 ).
However, all firms aim to implement high-value
strategies that produce profits as a normal aspiration of
business owners. When a particular high-value strategy
of a firm cannot be implemented, imitated or replicated
successfully by a potential competitor, the strategy
provides the firm with a source of sustainable
competitive advantage (Ren et al., 2009). Company
resources and capabilities and external factors are
referred to as sources of competitive advantage
(Syapsan, 2019). A sustainable CA  derives
implementation of a strategy that adds value (Barney,
2001), and depends on a strategic advantage which can
offer favourable terms or block their ability to achieve
superior results (Hakkak & Ghodsi, 2015). Sustainable
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competitive advantage refers to value creation in which
a firm pursues high innovation by driving market
competition (Kuncoro and Suriani, 2018).

Industries Qatar is a Qatari conglomerate with
subsidiaries and investments in the petrochemicals,
fertilisers and steel industries. 1Q is a 51-per cent
subsidiary of Qatar Petroleum. lts shares are traded on
the Qatar Exchange and are one of the largest publicly
traded companies in Qatar by market capitalisation. The
company's principal investments  are  Qatar
Petrochemical Company (QAPCO), Qatar Fuel Additives
Company (QAFAC), Qatar Fertiliser Company (QAFCO),
and Qatar Steel. This study examined the impact of
strategic intelligence on the sustainable competitive
advantage

I1. LITERATURE REVIEW AND HYPOTHESES
DEVELOPMENT

a) Strategic intelligence

Strategic intelligence is described as the
process of gathering data, information, processing, and
analyzing information of strategic importance. It is linked
to strategic planning and decision-making for large
organizations. Strategic intelligence is a source of
competition and management development for
organizations (Kuosa, 2011). Strategic intelligence
doesn't focus on individual targets, but especially on the
general trends that can be interpreted by analyzing a
large number of activities geared towards a specific
purpose (Silas, 2013). According to academicians,
strategic intelligence is a widespread and multilateral
concept which there is not a fixed and certain definition
forit.

Strategic intelligence is the knowledge the
organization needs about the business environment that
enables it to manage its current business, anticipate and
manage future changes, and then design strategies that
help to deliver value to the customer, and increase the
organization's profits (Svensson et al., 2011). Maccoby
et al. (2011) defined Strategic Intelligence as a complete
system of leadership traits that a leader has, and these
traits are used to overcome the challenges that meet
leaders and the relationships between leaders and their
people. Lehane (2011) defined strategic intelligence as
a function of analyzing competitors and understanding
their future goals and current strategies, their
assumptions about the industry, as well as their abilities.
Strategic intelligence as the collection, processing,
analysis, and dissemination of information that has high
strategic relevance (Kuosa, 2011).

Brouard (2007) argues that strategic intelligence
is an information process through which the
organization listens to its environment, to decide and
take action, and to identify the activities required in
pursuit of its objectives. Strategic intelligence is a set of

© 2020 Global Journals

actions and activities used to find, analyze and evaluate
all business information in order to achieve a certain set
goal and it focuses mainly on issues pertaining strategic
planning for a business (Sternberg, 2004). Nofal & Yusof
(2013) defined strategic intelligence as: "A
comprehensive system that helps in making decisions
by observing and analyzing the operational environment
in the organization. It also focuses mainly on strategic
information, strategic resources, partnerships and
strategic consulting."

Strategic intelligence is a system that consists
of several dimensions that are essential to creating a
clearer image about the future; these dimensions are
Foresight, Visioning Motivation (Maccoby, 2011).
Strategic intelligence is consisted of three dimensions:
business intelligence, competitive intelligence and
knowledge management. According to Kruger, (2010),
the effective factors on the strategic intelligence are
human resource intelligence, organizational process
intelligence, information intelligence, financial resource
intelligence, technological intelligence, competitor's
intelligence, customer's intelligence.

Foresight: Strategic foresight relates primarily to the
future planning of the organization, and the detection of
alternatives. This requires creative skills in all disciplines
through which the needs of the Organization can be
met, and a commitment to the future vision of the
Organization (Heiko et al., 2015). Maccoby (2011) define
foresight as the ability to think about the unclear and
indeterminate forces that shape the future. foresight
ability reflects the individual's ability to think based on
invisible and unconscious forces but contributes to the
future of the organization. Foresight distinguishes
between what the organization can avoid and what it
can control. (Maccoby & Scudder, 2011). It also
represents the ability to see future trends by comparing
the dynamics of the organization in the past and present
(Maccoby & Scudder, 2011).

Future vision: A vision is a one-sentence slogan that
illustrates the overall goal you want to reach after some
time, for example, five years, by identifying and
discussing problems and finding the desired goals of
the organization (Wolfe et al., 2017). The organization
must give a clear and comprehensive picture of its ideal
future with a description of all parts of the organization
(values, systems, leadership) and the vision must be
realistic and address the intelligence of workers (Khafaji,
2008). Vision is seen as tacit knowledge developed by
years of experience, used in difficult situations that
require rapid reactions (Hartei s et al., 2008). Vision is to
reach the content of a targeted mission that clarifies the
current work and activities of the organization, clarifies
the current and future status of the organization and its
status and plans the strategic path that the organization
should follow.



Strategic partnership: Partnership refers to the ability of a
smart leader to forge strategic alliances to achieve
mutual benefits for both parties (Maccoby, 2011).
Partnership herein means a process of cooperation and
exchange of information between two or more
organizations to build successful strategies for the
exploitation of business between them, and exploitation
to be a smart use of the full capacity of the partnership,
to achieve the desired objectives of this partnership, this
partnership also reflects the ability of a strategically
intelligent manager to forge strategic alliances between
more organizations (Abdali, 2010). It refers to the
organization's ability to create strategic alliances with
other organizations in the same industry or field, as this
alliance represents an agreement between two or more
organizations to share their resources to develop a joint
venture.

Motivation: Strategic motivation enables employees to
maintain motivation, or even enhance moativation,
maintain competence, or improve the efficiency of
individuals working in the organization (Engelschalk et
al., 2016). Motivation is the inherent power within an
individual that affects the direction, tension and
persistence of voluntary behavior (Mc Shane & Glinow,
2010). Employers try to increase employee self-
motivation by providing job independence, giving
importance to workers and increasing competitive
wages (Kuvaas et al., 2017). Mullins (2010) also shows
that motivation is some of the individual's inner strength
through which he can achieve certain goals to meet
certain needs or expectations. Motivation is an effective
tool to motivate employees by meeting their needs and
desires, which helps to stimulate their behavior and
direct them towards achieving the goals of the
organization, thus strengthening the strategic objectives
of the organization.

Systems thinking: Maccoby (2011) argues that systems'
thinking is the ability to integrate diverse elements and
how to interact with each other in order to achieve
organizational goals. An organization can recognize a
common vision of employees within the entire
organization and be open to new ideas and the external
environment. In other words, systemic thinking is not
one type of thinking but rather thinking that is used to
understand many types of systems (Mullins, 2010;
Kondalkar, 2007). Systems thinking helps create a
strategic framework to address the environmental
complexities of the organization, a way to easily leamn
new things, and acquire new knowledge in order to
strategically integrate new ideas within the organization's
environment, providing a clearer view and more
accurate assessment of all elements of the system
(Haines, 2007). System thinking is the ability to
synthesise a set of related variables and integrate them
together and then analyze them accurately and show

their interaction with each other and form a macro
picture of the subject.

b) Sustainable competitive advantage

SCA construct can be defined as that unique
attribute that is difficult to be acquired or copied by the
competition, which arises from the impossibility of
competitors implementing value creation strategies
simultaneously (Barney, 1991). The presence of some
competitive advantage is normally inferred from
sustained periods of above-average performance,
broadly recognized as a sustainable competitive
advantage (SCA) (Ritthaisong et al., 2014). '"The
sustainable competitive advantage arises from the
development of a set of features and abilities that
cannot be negotiated, imitated or replaced, or
implemented simultaneously by current and potential
competitors, and use of resources within the company is
difficult to access or replicate by competitors" (lamin,
2007). The organizational process such as the action of
managers in the form of structuring the resources and
managing them in the market provides the fourth
necessary condition to obtain SCA (Castro & Giraldi,
2018)

c) Strategic intelligence and sustainable competitive
advantage

Strategic intelligence can be conceived as a
managerial organization to collect the legal and
managerial information that organizations need to
analyze, interpret variables, and information relevant to

internal customers and consumers to facilitate
management decision-making that can lead to a
competitive advantage (Arcos, 2016). Strategic

intelligence also enables the organizations to achieve
profit and enables it to anticipate and manage future
change, leading to added value for the consumer, and
maximizing profits in current and new markets
(Svensson et al.,, 2011). In such an environment, the
capability to sense and respond to market threats and
opportunities with speed and surprise has become
essential for the survival of organizations (Huang,
Ouyang, Pan & Chou, 2012). Strategic intelligence refers
to the creation and transfer of information or knowledge
that can be used in decision-making and focuses on
using the best ways to enable the organization to deal
with future challenges and opportunities to maximize the
success of the organization (Heiko et al., 2015).
Strategic Intelligence has the importance of being an
important tool in the hands of leaders and senior
management and aims to take a series of steps to reach
competitive  positions  (Liebowitz, 2006). Business
organizations need strategic intelligence to improve and
maintain their current status in a dynamic environment
(Abd et al., 2019). Based on the above literature review,
the study hypotheses can be formulated as:
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H1.: Strategic intelligence has a significantly positive
effect on sustainable competitive advantage.
More specifically:

H11: Foresight has a significant effect on sustainable
competitive advantage.

H12: Future vision has a significant effect on sustainable
competitive advantage.

H13: Strategic partnership has a significant effect on
sustainable competitive advantage.

H174: Motivation has a significant effect on sustainable
competitive advantage.

H15: Systems thinking has a significant effect on
sustainable competitive advantage.

[11.  StubY PROPOSED MODEL

Based on the study hypothesis, figure 1 shows
the study proposed model. As shown in the theoretical
framework, this study examines the impact of strategic
intelligence on the sustainable competitive advantage,
where strategic intelligence is the independent variable
and consists five dimensions namely; foresight, future
vision, strategic partnership, motivation, and systems
thinking. Sustainable competitive advantage is the
independent variable with one dimension.

Foresiaht

Future vision

Strateaic partnership

Sustainable
competitive advantage

Motivation

Svstems thinkina

Figure 1: Theoretical Model

IV.  RESEARCH METHODOLOGY

a) Research sample

The population of the study consists of
managers of Industries Qatar namely; Qatar
Petrochemical Company, Qatar Fuel Additives
Company, Qatar Fertiliser Company, and Qatar Steel.

The unit of analysis is managers of top and middle level.
Because the study population is about 120, the
researcher distributed the questionnaire to the whole
population. One hundred three questionnaires were
returned completed. Table 1 shows the characteristics
of the population.

Table 1: Characteristics of the population

Variable Frequency %
less than 30 5 4.8%
Age group 30- less than 40 65 63.1%
40- less than 50 22 21.4%
50 years and more 11 10.7%
Gender Male 83 80.6%
Female 20 19.4%
Diploma 17 16.5%
Educational level Bachelor 62 60.2%
Master 19 18.4%
PhD 5 4.9%

b) Research instrument

The dimensions of the study constructs and
their items were built based on previous studies.

Strategic intelligence: Strategic intelligence

measurement adopted by Maccoby (2011); Kruger
(2010) Accordingly, the study adopts five dimensions
namely; foresight, future vision, strategic partnership,
motivation, and systems thinking. Twenty items
assessed strategic intelligence.

© 2020 Global Journals

Sustainable competitive advantage: Six items
were used to estimate sustainable competitive
advantages adopted by Lenssen et al., (2011). They
include the speed of response to the customer,
operation efficiency, service quality and innovation
speed, and two items adopted by Chandler and Hanks
(1994) and Ward et al. (1995). They include company
reputation and partnering with the customer on a long-
term basis.



c) Exploratory factor analysis (EFA)

The exploratory factor analysis was conducted
to structure a group of variables, and eliminating those
that do not meet the required criteria, as cited in Khan
and Adil (2013), the principal component analysis was
used to extract those items. Table 2 shows the results of
EFA. The results in Table (2) indicate the results of EFA,
in which 26 items were extracted; Where the distribution
of items (FO1 — FO4) for the first factor (Foresight),
items (FV1-FV4) were related to the second factor
(Future vision), and in contrast items (SP1-SP4) related

to the third factor (Strategic partnership) , items (MO1-
MQO4) in the fourth factor (Motivation), items (ST1-ST4) in
the fifth factor (Systems thinking). As for the items of the
dependent variable, this is Sustainable competitive
advantage (SCA1-SCA6). Standardized factor loadings
for all items were greater than 0.5 (Maiz et al., 2000),
average variance extracted (AVE) values were higher
than 0.50 (Lin and Lu, 2011), composite reliability (CR)
values and Cronbach’s alpha were greater than 0.70 (Al-
Hawary, 2012; Chiu and Wang, 2008).

Table 2: Means, standard deviations and EFA findings

Dimensions ltems SFL Means SDs AVE CR o
FO1 0.74
FO3 0.82 2.94 0.93 ' '
FO4 0.77
FV1 0.75
Future vision Fv2 0.76 0.788
0.887 0.797 :
FV3 0.80 3.42 0.96
Fv4 0.84
SP1 0.81
Strategic SP2 0.78 0.796
partnership SP3 0.84 3.51 0.87 0.901 0.820
SP4 0.82
MO1 0.79
MO2 0.76
Motivation VO3 077 3.43 092 0.873 0.774 0762
MO4 0.73
STH 0.73
Systems thinking ST2 0.79 0.754
ST3 077 3.92 0.89 0.867 0.766
ST4 0.72
Sustainable SCA1 0.69
competitive SCA2 0.72 315 0.83 0.855 0.707 0.697
advantage SCA3 068
SCA4 0.73
SCA5 0.77
SCA6 0.80

V. CONFIRMATORY FACTOR ANALYSIS (CFA)

Confirmatory factor analysis was used to
validate the conformity of the study model, which
combines all dimensions associated with the items it
measures, as demonstrated by the results of the
exploratory factor analysis. This technique is used
before examining the structural model, in which research
hypotheses are tested (Jackson et al., 2009).
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Figure 2: Research measurement model

Table 3: Results of measurement model goodness-of-fitness indices

Index Value Criterion Result
Chi-square ratio (CMIN/DF) 1.34 < 3.00 Supported
Comparative fit index (CFI) 0.951 > 0.90 Supported
Goodness of fit index (GFI) 0.934 > 0.90 Supported
Root mean square error of approximation (RMSEA) 0.036 < 0.08 Supported

It is noted from Table (3) that the Chi-
squared/DF is (1.34) which is less than (3), and that the
goodness of fit index (GFI) was (0.951) which is greater
than (0.90), and the value of the comparative fit index
(CFl) was (0.934) which is higher than the minimum
acceptable value for these indicators which is (0.90).
The value of the Root mean square error of

© 2020 Global Journals

approximation (RMSEA) was (0.036) which is less than
(0.08). The results and indicates that the measurement
model fitted the current data because the values of
these indices were within the required range (Agus,
2011; Abazeed, 2018; Mohammad, 2017; Love et al.,
2015.
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Figure (3) shows the model of latent variables to
test the sub-hypotheses, each of which provides a
statistically significant impact for each dimension of the
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intelligence, as measured by foresight, future vision,
strategic partnership, motivation, and systems thinking,
had a significant impact on sustainable competitive
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Table 2: Results of hypotheses testing
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partnership, motivation, and systems thinking) on the
sustainable competitive advantages. After validating the
conformity of this structural model, the results showed
acceptance of all sub-hypotheses. As confirmed by the
results in a table (4).
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(B = 0.33, P<0.05), strategic partnership (3 = 0.26,
P<0.05), motivation (3 = 0.27, P<0.05), and systems
thinking (B = 0.35, P<0.05). Based on these results,
hypotheses H1, H2, H3, H4 and H5 were supported.

Path p CR Sig.

Foresight > Sustainable competitive advantage 0.28 5.241 0.000

Future Vision > Sustainable competitive advantage 0.33 5.770 0.000

Strategic Partnership | > Sustainable competitive advantage 0.26 4973 0.004

Motivation > Sustainable competitive advantage 0.27 5.538 0.000

Systems Thinking > Sustainable competitive advantage 0.35 5.367 0.000
Variance Inflation Factor (VIF) for all strategies ranged from 1.14 to 2.59, which is less than 5, with tolerance values

ranged from 0.386 to 0.875, which is greater than 0.2.
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VII. CONCLUSION AND DISCUSSION

Strategic Intelligence is one of the most modern
concepts in the field of strategic management. It is the
knowledge the organization needs about the business
environment that enables it to manage its current
business, anticipate and manage future changes, and
then design strategies that help to deliver value to the
customer and increase the organization's profits. The
main goal of the research is to examine the impact of
strategic  intelligence on  achieving sustainable
competitive advantage. This study has been applied to
Industries Qatar. Four Industries Qatar working in Qatar
namely; Qatar Petrochemical Company, Qatar Fuel
Additives Company, Qatar Fertiliser Company, and
Qatar Steel, the aim also to the level of adoption of the
strategic intelligence and, to determine the level of
achieving sustainable competitive advantage. In
developed countries, many studies have been
conducted about the strategic intelligence and their
effect on achieving a sustainable competitive
advantage, but there have been few pieces of research
that have been conducted by developing countries like
Qatar especially in industrial sector.

We conclude from the results of the study that
the Industries Qatar adopt strategic intelligence, in the
spirit of the serious pursuit by the administration to
exploit the opportunities offered by the labor market,
and the absolute belief in the importance of
extrapolating the future and its impact on achieving
excellence and leadership, especially in the light of
possessing the ability to initiative that corresponds to
new concepts. It is also clear that Industries Qatar treat
all units as a coherent and interrelated system, this is
due to the nature of the work of the industries, which
requires coordination between all departments in order
to complete transactions, and Industries Qatar rely on
new ways of learning and acquisition of knowledge in
order to form a strategic perspective, and keep abreast
of new developments in industry sector, and adopt
smart solutions in dealing with complex problems.

Industries Qatar also pay attention to their
employees, and reduce their sense of job alienation,
and encourage them to interact through the formation of
teams, and motivate them to do what is consistent with
the organizational goals, and allowing employees to
participate in decision-making. The partnership between
industries is also available as a way to achieve their
objectives, develop the expertise of its employees, and
seek to establish strategic local and regional alliances to
enhance its expertise. The role of such alliances in
enabling Industries to cope with complex, competitive
conditions.

After analysis, it was found that there was a
statistically significant effect of the strategic intelligence
dimensions on sustainable competitive advantage in the
Industries Qatar. It seems that strategic intelligence
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works as an important tool for managers to take a set of
proactive steps to reach the competitive centres in the
global environment, it also leads to excellence through
the development of strategic solutions to complex
business problems. To ensure market share, and
achieve a profitable guarantee of continuity and survival,
organization must work to achieve a sustainable
competitive advantage and work on continuity, and this
can be attained by the adoption of strategic intelligence
that allows organization to deal with all changes in its
internal and external environment and to be ready to
seize opportunities available. Concerning the study
results, strategic intelligence may be considered as the
system that helps to monitor the environmental variables
surrounding the organization, and by adopting strategic
intelligence, it will be able to exploit and benefit from
them.

The results of the study are consistent with the
work of Svensson et al.,, (2011), who indicated that
Strategic intelligence also enables the organizations to
achieve profit, and enables it to anticipate and manage
future change, leading to added value for the consumer,
and maximizing profits in current and new markets, and
consistent with the study of Liebowitz, (2006), who
concluded that strategic intelligence has the importance
of being an important tool in the hands of leaders and
senior management, and aims to take a series of steps
to reach the competitive positions. Also, the study of
Huang et al. (2012), who noted that the capability to
sense and respond to market threats and opportunities
with speed and surprise has become essential for the
survival of organizations.

Managerial implications and direction for future
research Strategic Intelligence is one of the most
modern concepts in the field of strategic management.
Strategic intelligence is an important tool for managers
to take a set of proactive steps to reach competitive
centres in the global environment. Sustainable
competitive advantage refers to value creation in which
a firm pursues high innovation by driving market
competition. The results of the study clarify that Strategic
intelligence, as measured by foresight, future vision,
strategic partnership, motivation, and systems thinking,
had a significant impact on sustainable competitive
advantages. Based on such results, managers and
decision-makers of Industries Qatar have to utilizing the
components of strategic intelligence to study the internal
and external organizational environment and how it is
influenced by the external variables and how to hedge
potential external threats, and Activating strategic
alliances and partnership between industries and move
them to more than just real-time joint projects to share
knowledge, experience and resources. The limitations of
the paper provide opportunities for further research.
First, this study examined the impact of Strategic
intelligence on the sustainable competitive advantages
of Industries Qatar; future research may be done on the



service sector with the same construct, or to make a
comparative study between industries. Second, this
study examines sustainable competitive advantage as a
dependent variable; a future study may consider
performance as a dependent variable, and a sustainable
competitive advantage as a mediating variable. Third, in
this research the measurement of the strategic
intelligence was foresight, future vision, strategic
partnership, motivation, and systems thinking, future
research may be done with different measurement
adopted by Kruger, (2010) which are; human resource
intelligence,  organizational  process intelligence,
information intelligence, financial resource intelligence,
technological intelligence, competitor's intelligence,
customer's intelligence.
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Help the Teacher Give the Best of Himself

Critical Analysis of Teacher Motivation Policy in Schools in the Democratic Republic
of Congo

Philippe Bila Menda

Abstract- The practice of Human Resource Management in an
organization goes throughthree next stages: (1) staff
acquisition, (2) employee development, (3) staff evaluation.
Staff recruited into a company must go through these three
steps. Thus, they must be valued by the appropriate
managerial strategies that include the notion of motivation and
job satisfaction. In the Democratic Republic of Congo, the
practice of motivating teaching staff poses a problem following
the non-application of the standards required for the
motivation of human resources. This state of affairs is even on
the basis of the decline in the quality of education in this
country. Recent studies have shown that 75% of teachers in
the Democratic Republic of Congo continue to stay in this
profession for lack of "where to go," they are dissatisfied with
their working conditions, their remuneration and the
organizational environment in which they live. Evolve.
Overnight, the country saw some strike movements, demands,
the termination of work of the teacher. At the level of school
entities (schools), we observe among teachers certain
behaviors that carry the germ of demotivation like the
irregularities at work, stroling some teachers in class,
absenteeism, abandonment of post, delays, lack of
attendance and zeal at work. The inefficiency behavior and
prerequisites observed among the Congolese teachers urge
informed minds to question the practice of teacher motivation
in DR Congo in light of the scientific literature and the
standards required for motivation. Faced with this dilemma,
we proposed to make recommendations to the authorities,
leaders, and partners of the Congolese Education System to
improve the practice of motivation ; otherwise, the quality of
education in the Congo would be hypothetical.

Keywords:  motivation,  satisfaction,  involvernent,
performance, demotivation, dissatisfaction, motivational
theories, teacher.

. INTRODUCTION

I he difference between a garden and a desert is
not water, but man." Today, Human Resources
are put on the scene; long kept away;
employees were relegated to the background. This
general awareness is explained by the fact that it is men
who create wealth in a world where technology is almost
identical, and it is the human capital of a company that
distinguishes it from its competitors in a marketplace,
which has become more and more open and where free
trade is taking hold and competitiveness continues to
grow. Organizations around the world have the critical
Author:  Postgraduate auditor at the Faculty of Psychology and

Education Sciences of the National Pedagogical University/ Kinsasa
Ngaliema, DR Congo. e-mail: bila.menda@gmail.com

needs to be successful in participating in the
competitive and competitive environment. Otherwise,
they are doomed to disappear. The school considered
as a company (Luboya, 2019) is also concerned by this
state of affairs. They are required to put in place a good
Human Resources Management policy, which inevitably
incorporates the staff motivation policy. Thus, the
schools must leave the industrial culture capitalism
where the man was considered as a machine to enter
the mode of production, where the intelligence and the
creativity of the man are primordial resources. In this
context, schools are now seeking to develop adequate
profiles for their jobs, motivated and committed
individuals able to meet the challenge of development
and success.

Focused on employees and their work
environment; managers have become more interested
in the social climate and the link between employees
and their work environment, that is to say, the factors
that encourage employee engagement with their work,
they were also interested in wage policies and
compensation systems that have a significant impact on
this resource after understanding that a motivated
employee is more likely to show loyalty to his
organization, surpass himself and make the most effort
possible at work. The motivation of the staff is part of the
effective strategies that a manager must mobilize, to
encourage the employees to work or to be involved. In
short to be effective in the production of goods and
services quantitatively and qualitatively profitable to the
employee himself, to his company, and even to the
national and international community.

Given the complexity related to the concept
"motivation," integrating, on the one hand, the factors
that encourage the individual to lead to real involvement
(zeal, diligence on the work, and on the other hand,
through its roots that find their sources in the
unconscious. We will not, in this study, reduce the
motivational policy of the company, only in terms of
economic or financial incentive (salary, bonuses, etc.)
and working conditions, bases of the satisfaction of
extrinsic, physiological or safety needs, but also to
examine this policy by integrating the other aspects of
motivation which aim to satisfy social needs, self-
esteem, self-realization and self-realization.

The non-optimization of these aspectscan lead
to the dissatisfaction of human operators, thus reducing
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their performance within the organization or causing
their stress at work. Factors of motivation in its diversity
have drawn our attention to its practice towards
Congolese teachers. What prompted us to ask, for this
study, the following questions: (1) does the motivational
policy of the personnel as practiced in schools in DR
Congo respect the standards laid down for the
motivation of teachers 7 (2) Does this policy lead to
satisfaction and involvement of teachers at work? (3)
what are the factors that need to be considered to
improve this policy? To answer these research
questions, we set prior objectives that are general and
specific. This study aims to show Congolese school
leaders the place occupied by the practice of motivating
staff in a school. The specific objectives pursued in this
study are multiple. These include: (i) criticizing the
motivational policy of schools about scientific standards
in this area; (i) identify the factors that underlies teacher
demotivation or non-involvement in the workplace; (iii)
propose solutions for improving motivational policy in
their schools.

II. THEORETICAL FOUNDATION ON STAFE
MOTIVATION

This point is devoted to the elucidation of the
fundamental concepts and the description of the
theoretical aspects of the study.

a) Fundamental Concepts of the study

Four key concepts have been elucidated,
including motivation, performance, satisfaction, and
demotivation.

b) Motivation

The term motivation comes from the term
motive ; the latter comes from the Latin: "motives": which
means mobile and "move," the Latin verb "movers": to
move, to motivate, it is to first, move and cause
movement. The concept "motivation" is generic, it is
explained, on the one hand, by all the factors that
encourage the individual to act or to be active: these
factors can be of various forms (economic,
psychological, sociological, cultural...) and on the other
hand, the involvement of the person in the activity in
order to achieve the given goal.Philippe Bila (2016)
believes that motivation is an internal or external
pressure that drives one to act in a given way. He also
points out that it is any stimulus that causes any
reaction.

c) Performance

The concept of performance implies the idea of
result, realization, finalization of a product, whereas in
English, the term refers to the behavior, the holding of a
product, or a person in a given situation. Performance is
the combination of related systems ; it results from the
articulation between the system of governance, that of
production, that of sales, and that of the forward-looking
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strategy. Corneille Luboya (2019) believes that a
successful company must be both efficient and
effective. It is effective when it achieves the goals it has
set for itself. It is efficient when it minimizes the means
implemented to achieve the objectives it has set itself.
He also emphasizes that performance is measured by
qualitative or quantitative criteria (or indicators) of
results. To measure effectiveness, we use a criterion that
expresses a relationship between the result obtained
and the objective pursued. To measure efficiency, a
criterion is used that expresses a relationship between
the result achieved and the means implemented.

d) Satisfaction

Satisfaction refers to the feelings experienced
by the individual in a concrete work situation, it is an
indicator of moativation, but in no way, a cause of
motivation; The feeling of satisfaction at work is due to
the presence in the work situation of a certain number of
factors that are sources of satisfaction. It is a sign of
self-realization. It is an indicator of motivation; it is not a
cause for motivation. Also, the implication (which is built
by cultural, individual, and organizational factors) is the
attachment to the work or the degree to which a person
identifies psychologically with his work. Satisfaction is
the emotional state that results from the
correspondence between what the person expects from
his work and what he hopes to gain from it. It is an
indicator of motivation; it is not a cause for motivation. It
is any positive overall subjective impression resulting
from many factors, including that of having achieved the
desired goal, a sign of self-realization. Satisfaction is the
consequence of comparing two types of perceptions
about different aspects of employment. According to the
principle of divergence, it is the degree of difference
perceived by a person between what each aspect of his
work should be and what he is, according to his
evaluation. The notion of satisfaction is not very precise:
sometimes, it indicates that the individual has filled a
need, sometimes he has reached a goal, and its inverse
makes us think of dissatisfaction. Satisfaction is more of
a feeling, whereas motivation is more of a process.

e) Demotivation

Demotivation is the absence of will or reason to
act. It will be understood that when it becomes
professional, the consequences are dangerous for a
company. However, demotivation exists in two more or
less advanced stages: transient or durable. And this is
where the role of the manager or the entrepreneur has to
get into action. It is imperative to take charge of the
demotivation of an employee before it becomes deep
and may sometimes affect other members of the team.
Of course, the longer the problem is managed later, the
more difficult the new motivation will be sometimes
impossible. Within an organization, the manager must
be careful with warning signs of demotivation that can
result in the following behaviors, (1) involvement at half-



mast, (2) unusual delays, (3) errors or errors in work, (4)
Feeling of sabotage of actions, (5) Irascible behavior, (6)
Repeated absence without justified reason, (7)
Repeated sick leave, (8) Decline in production, (9) Not
taken into account counts warnings. Unfortunately, the
consequences are as numerous as the sources of
demotivation. And the first to pay the costs of such
disengagement is the company. First of all, it must be
borne in mind that demotivation is communicative.
Sometimes only one unmotivated employee can impact

Unmotivated

team

w

atmosphere

Economic situation of
the company in
danger

@

Unmotivated
employee

s

an entire team. Indeed, unmotivated, an employee is
often stressed, aggressive, refractory to news, and all
forms of communication. It is, therefore a real obstacle
to constructive professional relations. Moreover, it can
become a vicious circle that directly impacts productivity
in general and too often the quality of work. If we were to
summarize the consequences of an employee in the
most negative aspect, it would correspond to:

Source : Bila (2016)

Figure 1: Consequences of demotivation of staff

) Some Theoretical Aspects Of Motivation At Work
In this point, we will review the theories
developed by some authors on staff motivation.

i. The theory of the social man according to E. Mayo

E. Mayo is an Australian sociologist and
psychologist behind the human relations movement. He
is considered one of the founding fathers of the
sociology of work. E. Mayo wanted to complete the
Taylorist hypothesis, which only took into account the
techniques and material conditions of work to improve
productivity at the cost of isolation of the worker. He
studied the impact of adding certain benefits to
employees in the Taylorist framework (correct wages,
work environment, schedules, sense of security at the
workplace, job security, etc.). From his experiments, he
deduced the importance of the psychological climate on
the behavior and performance of workers. One of his
best-known experiments is probably the Hawthorne
experiment conducted in 1930 at the Western Electric
plant near Chicago. The Hawthorne factory, consisting
of several workshops with predominantly female labor,
assembled electrical circuits for radio sets. E. Mayo

decided to set up a test group in a separate workshop
to see how changes in working conditions could affect
the productivity of the performers’ work. Another
workshop in which working conditions were not
changed served as a control group. Mayo verified that
improving material working conditions, lighting,in
particular, was boosting productivity. But paradoxically,
he also noticed that the elimination of these
improvements (longer hours, no talk during work, etc.)
did not lower productivity. On the other hand, E. Mayo
and his team found that the productivity of workers in
the control shop had tended to increase without any
improvement in conditions. Therefore, this study has
shown that workers work better when we take care of
them. In fact, during the experiment, the employees of
Western Electric, flattered to be the object of studies,
had sympathized with the researchers of the E team.
Mayo. They concluded that self-esteem and cohesion
were more important to productivity than the material
state of the work environment.
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ii. Theory of hierarchization of needs
Abraham Maslow, in his work entitled "A Theory
of Human Motivation," published in 1943, exposes his
theory of motivation. For this psychologist, the needs of
man are at the source of all motivation and come in the
form of hierarchy, starting from higher needs. Any need
that is satisfied ceases to be a source of motivation and

appeals to higher needs. In this book, he schematizes
the pyramid of needs from observations made in the
1940. Maslow distinguishes five types of needs: (1)
physiological needs, (2) security needs, (3) social
needs, (4) needs of esteem, respect, and trust, (5)
personal development needs.We can map the Maslow
needs pyramid as follows:

nal develo

ent needs

/ Needs of esteem \

Social needs

AN

Security needs

AN

/

Physiological needs

AN

Source : Maslow (1943)

Figure 1.2: Maslow's Need Hierarchy

Thanks to this pyramid of hierarchy of needs,
Maslow demonstrates, scientifically, to satisfy man, one
must start with the lowest needs to reach the highest.
Moreover, in order to motivate man in his work, one
must satisfy his needs for self-esteem and self-
fulfillment. In order to do this, it is necessary in the
organization of the work, to enrich the tasks which
makes the work more interesting and rewarding.

iii. Alderfers ESC theory

Following the many criticisms of Maslow, both
conceptually and empirically, Alderfer suggests three
categories of needs, (1) the needs of existence (E), (2)
sociability needs (S), (3) growth needs (C). The needs of
existence are similar to those of the first two levels of
Maslow (physiological and safety needs); socialization
needs are identified with social needs and self-esteem
needs; and finally, the need for growth is related to the
need for self-esteem and self-actualization. Alderfer's
contribution lies more in the analysis of the principles
governing the various needs. He insists on the intensity
of needs, which depends either on the degree of
satisfaction or on various orders (higher and lower), as
is the case with Maslow.

iv. Two-dimensional or bi-factorial theory
H. Herzberg is an American psychologist
famous for his work on enriching work tasks. Herzberg
tried to identify elements of job satisfaction and
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dissatisfaction. Thus in his theory, he distinguishes two
types of factors; on the one hand, the factors of
hygiene, on the other hand, the motivating factors.
Therefore, according to H. Herzberg, once the hygiene
factors are assured, the motivational factors can be met
to generate satisfaction in the job. In other words, it
scientifically demonstrates that to motivate the man in
his work ; he must satisfy his needs of esteem and self-
fulfillment. For this, it is appropriate in the work
organization to enrich the tasks making the work more
interesting and rewarding for the employee. According
to Herzberg, each type of motivation corresponds to set
of factors called satisfaction factors for intrinsic
motivation and dissatisfaction factor for extrinsic
motivation.

V. The Mac Gregor X-Y Theory

X and Y theories are theories developed in the
1960s by Douglas Mc Gregor used in human resources
and organizational behavior. These two theories come
from empirical observations and are opposed to each
other. On the one hand, theory X considers that,
naturally, the human being does not like work and will
avoid it if he can. According to this theory, individuals do
not like responsibilities and want security above all else.
Because of their aversion to work, most people must be
controlled, even threatened, to work enough. Thus,
workers provide the expected effort only under duress or



against an expected reward such as salary. Therefore,
this theory induces a vicious circle in which the
organization is built on strict rules and strict controls.
Employees adapt by choosing to work at a minimum,
and by having a passive attitude. They then flee
responsibilities because the system is repressive, and
therefore not safe for risk-taking. This theory reinforces
the leaders in their convictions, which encourages them
to reinforce the rules and controls. In other words, theory
X is a rather authoritarian type of management, often
poorly supported by employees the aversion of work.

On the other hand, theory Y considers that the
man seeks in work a certain satisfaction, but also to
improve his results and to have responsibilities within his
company. This theory also shows that the individual
seeks to adhere to the objectives of the company as
well as develop his creativity. According to Mc Gregor,
therefore, work is not necessarily unpleasant for Man, so
companies must consider that Man is capable of taking
initiatives, setting goals, and taking responsibility.

vi. Theory of Fairness by J.S. Adams

The theory of equity was developed by J.S.
Adams in the 1960. It is the major element in the
motivation process. To avoid the dissatisfaction
indicated by Herzberg and all, linked to the sense of
injustice that can cause tension in the organization,
managers can motivate employees by fairness by
treating them fairly in comparison with others. In other
words, by applying a fair and equitable policy in about
the various decisions, the disciplinary actions, the grant
or increase to also take into account balance between
the contributions (seniority, skills, experiences, social
status, level of study) and the results. According to J.S.
Adams, an individual is motivated when he considers
that the reward of his work ("outcomes") is in line with his
contribution ("inputs").

vii. Theory of locke goal setting
The goal-setting theory was developed by

Locke in 1968. Locke has demonstrated that an
individual is motivated when setting clear goals and
providing appropriate feedback on his ability to achieve
them. Working towards a goal is a major source of
motivation, but it also improves the individual's
performance: well-defined and hard-to-reach goals lead
to better performance than vague or easy-to-reach
goals. The individual is stimulated by the search for
fulfillment. He feels he is developing his professional
abilities. Later, Locke worked with Latham in 1990. They
specified the conditions for an objective to be motivating
for the employee.

viii.  Reinforcement theory

According to this theory, motivation depends on
the nature of reinforcement and the perceived
relationship between behavior and consequence. The
use of positive reinforcement (incentives, bonuses,

promotion, etc.) inherent to positive evaluation and the
application of the negative reinforcement resulting from
the poor rating inspire us on the very objectives of
professional appreciation. In the current practice of
human resources management, positive-reinforcement
based on classical scientific models (with the best way)
can increase the performance of employees: they will be
motivated to work more or faster to get a bonus or some
benefit. On the other hand, a negative reinforcement like
a sanction, a punishment, or only its threat can favor
avoidance behaviors: here, it will avoid performing a
prohibited action. We find, disguised under a scientific
discourse, the popular model of "carrot or stick." Yet we
also know the limits of this binding model, generally
authoritarian, which goes hand in hand with Mac
Gregor's theory.

[II.  STRATEGIES OF THE STUDY

a) Participants of the study

This study used sampling from schools in the
Democratic Republic of Congo. Sampling is a technique
that involves taking a representative sample of the study
population. The quantity of the sample is essential for
the reliability of the results of a survey. The sample must
represent as closely as possible the overall population.
For this study, our population consists of all teachers of
the Democratic Republic of Congo. Given the
impossibility of reaching the entire population, we drew
a sample of 150 teachers from five provinces of DR
Congo, including Kinshasa, Kongo-Central, Mai-
Ndombe, Kwango, and Kwilu. In these provinces, we
interviewed 30 teachers per province.

b) Collection of data

The techniques are in a more or less concrete
and precise way of the practical instruments which are
put at the service of the methods to better apprehend
them. They intervene in the choice of the sample to the
presentation of the results, by way of the collection of
the data. As part of this study, we used the following
techniques: (1) Documentary research: The purpose of
the literature search was to collect useful information
related to the subject under study. It allowed us to know
some scientific productions before to this study to enrich
our knowledge and our investigations. Thus, thanks to
the documentary technique, we managed to collect
essential information and data for the realization of this
article.

These data were contained in linear documents
(scientific works and publications, or even some
archives, in libraries and on the Internet: reports from
certain specialized services, to find out about the
authors who carried out works similar to this one, the
methods and the techniques they used and the results
or conclusions they reached. (1) Questionnaire: The use
of the questionnaire required two stages, namely the
pre-survey and the survey itself. (i) Pre-investigation,
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why a pre-survey during scientific research. The field
survey is essential to obtain reliable results. In many
cases, a pre-survey is useful to validate the hypotheses
and to test the questioning and by then produce the
final questionnaire before conducting the survey.For this
article, the pre-survey helped us first to learn about the
situation of private schools in DR Congo and to reveal
any problems related to the subject. In the field, we
contacted resource persons (head of school,
inspectors), and this allowed us to see how we should
undertake our research. Thus, this step allowed us to
test our questionnaire with a sample of 150 teachers
from thirty schools surveyed.

It also allowed us to review the problem and the
main hypothesis of this study. (i) Survey proper The
validity of field data depends largely on the questions.
Questionnaire survey is a tool that quantifies and
compares information. This information is collected from
a representative sample of the population targeted by
the assessment. In other words, a survey questionnaire
is a set of questions constructed to obtain the
information corresponding to the questions of the
evaluation. Surveys often combine two forms of
questions: open questions and closed questions. Note
that open questions are richer but difficult to process
statistically. This technique allowed us to collect the
opinions of 150 teachers. (3) Interview: It is a one - way
question - and - answer game, between two (or more)
people, to obtain information from the interviewee. For

78.7%
80.0%
60.0%
40.0%
21.3%
20.0%
,,/ /
0.0% *
Male Female

this study, the interview was used to supplement the
questionnaire data by making the teachers and some
heads of institutions with whom we exchanged talk.

c) Analysis and data processing

The analysis and treatment were carried out by
counting the protocols (questionnaires duly completed
by the participants) of the research. The counting refers
in particular, the set of voting operations, to count the
ballots and proclaim the results of an election. In other
words, we call counting, the inventory record, and, more
precisely, the counting of votes during a vote, in
particular. For this study, after the recovery of the survey
files, the task that followed consisted of counting of
each of them, item by topic, question after question. The
work of counting allowed us to elaborate not only tables
but also figures and graphs. Subsequently, we
interpreted and discussed different results. The next
point is the presentation and interpretation of the results.

[V.  RESULTS

We present the results of the collected data
after we interpret them by an indicator.

a) Participant characteristics

Some indicators of identification have been
selected, including gender, age, and level of education
(qualifications).

47.3%

50.0%
40.0%
30.0%
20.0%
10.0%
0.0%

Under20 from20to 50 years

years 49 years oldand

over

Chart 4.1.1: Distribution by Gender

Based on our analysis, Chartshows that the most
available surveyed subjects are men with 78.7%
compared to women at 21.3%. Two reasons can explain
this, among other things.first, the availability of men
willing to answer the questionnaire willingly. Then the
women were suspicious and reserved. This situation is
explained by the African culture, which gives the
preeminence to the man. For many women, it was not
possible to greet the interviewer and answer the
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Source: Data from the field survey, June 2019.
Chart 4.1.2: Breakdown by age group

questionnaire  given  their multiple  occupations.
Moreover, we note from the above that schools in the
Democratic Republic of Congo hire more men than
women. This situation is due to the nature of the
activities carried out in this teaching task which are more
supervised by the men.

The results of this field reveal also that 47.3% of
the subjects surveyed are more than 20 years old,



followed by 29.3% who are over 50 years old, and finally
23.3% are under 20 years old. A significant portion of
this sample is between the ages of 20 and 50 and over
(70.6%). The following reasons justify this reality ; it is
also true that in Kinshasa, most young people until
adulthood live long under parental roofs, lack of socio-

economic security. It is useful to note that the age of the
subjects surveyed plays a role in the motivation of the
teaching staff becausea young person can be satisfied
by a factor and an old no. The same factor can motivate
a young person but demotivate an older.

70.0%
60.0%
50.0%
40.0%
30.0%
20.0% _
100% |
0.0% <

University

No-university

Source: Data from the field survey, June 2019.

Chart 4.1.3. Distribution of participants by level of education

The results in this chart indicate that the subjects
surveyed with a Bachelor's degree (61.3%) outnumber
the non-university graduates (38.7%). This situation is
because the pilot schools of the Democratic Republic of
Congo use more the university executives, having
expertise or a technicality in the fields of teaching to
ensure good supervision of the learners.

V. RESULTS ON STAFF MOTIVATION AND
ITS IMPACT ON PERFORMANCE

In this point, we will present the results of our
study. The results are obtained by counting survey
responses. This was questioned after question. For
convenience, we outline the main themes from the
questionnaire and attach the comments to them.

a) Satisfaction with working conditions

The results show that the majority of teachers
surveyed in the Democratic Republic of Congo (70.7%)
are not satisfied with the conditions in which they work.
The environmental and health dimensions found in
schools expose teachers to several diseases. There are
sometimes classrooms without a desk (chair, table) of
the master, insufficient lighting (ergonomic conditions),
no ventilation. They are contradicted by a minority of
agents (22.7%) who think that teachers work in the right
conditions as required by the regulation in this area. The
6.6% of respondents did not take a position ; they are
undecided.

b) Satisfaction with the organizational climate

The data tells us that more than half of the
teachers surveyed (54%) in DR Congo are not satisfied
with the organizational climate and the environment in
which they live. Regarding the climate of work, it should

be noted that this can be experienced either in a
Pedagogical Unit (the group of teachers of the same
field of study or the same specialty) or with all the staff
from the school. This dissatisfaction in a group is often
due to interpersonal and interprofessional conflicts
observed at school. All the same, it must be pointed out
that in these schools, there is a reign of mischief,
tribalism, gossip, and malice among teachers. Laziness,
inefficiency, and irregularity characterize some teachers
within Pedagogical Units. This view is not shared by
46% who say the opposite.

c) Work in line with training, potential, interests, and
SkKills

From the analysis relating to the match between
training, potential, interests, population, and work, it
appears that more than half of the respondents (54.7%)
declare that their work is in line with their training,
potentialities, and interests. The teachers are each of
course holders who are in connection with the initial
training followed. It is appropriate to raise the problem of
underqualification of teachers in DR Congo, which
sometimes puts the teachers in a situation of
demotivation because not having enough knowledge on
the subject to be taught. Some teachers start copying
textbooks and notebooks from previous years and ask
one of the students to put the copy on the board
because, in their opinion, the teacher's task does not
match their aspirations and interests. Some have come
to teaching for lack of "where to go" and view teaching
as a livelihood. Corneille Luboya (2019) had already
observed in his time that of the 220 days provided by
the school calendar in the Democratic Republic of
Congo, the Congolese teacher exploits only 50% of
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these days. Out of the six subjects to be taught each
day, he teaches only three a day. Failure to meet this
schedule is often due to absences, fatigue, and other
psychosocial factors observed among teachers. A point
of view that is not shared by the minority represented by
45.3% of respondents.

d) Feedback and receipt of feedback’ of results

The review shows that teachers surveyed in DR
Congo receive feedback on the results of their
performance after an assessment (86.7%). This situation
is experienced during class visits. After having been
visited, the teacher is required to countersign the visit
card, which is maintained by the head of the school or

by an itinerant inspector. For this purpose, the teacher
can take note of the points he has obtained after
evaluation. This point of view is not supported by the
minority of teachers (13.3%) who think that the results of
their evaluations are never made available to them. After
a visit, the head of the establishment or the visiting
inspector arranges to directly deposit the file with the
school management. All the same, it should be noted
that the teachers surveyed do not receive the feedback
at their request or their concern submitted to the school
authorities. Among them, some admit that it
discourages them if their request receives no feedback.

all criteria

number of hours
performance or skill
level of studies
seniority

function

grade

9.33%

17.33%

16.67%

62.67%

Chart 4.2.1: Factors are taken into account for teachers' pay

In the light of the data in the following graph of
the factors taken into account for teacher pay in DR
Congo, we find that teachers are paid first of all for their
grade and position (62.7% and 41%), the level of
education, the performance and competence, and all
the criteriawere weakly evoked, respectively, by 16.7%,
9.3%, and 8% of the respondents. From the preceding,
we find that the criteria neglected by the authorities of
the Congolese school should be considered, almost, for
the motivation of teachers in all its dimensions.

e) Involvement of staff in decision-making

This data about the involvement of teachers in
decision-making shows that the majority of respondents
are not involved in the decision-making process of their
institution  (85.3%). It is sometimes observed by
decisions that are made unilaterally within the school
without being the subject of a consensus of all the staff
of the school. Some decisions do not even go through

"1t is the action-return, the answer to a request formulated in terms of
the proposition, the interaction. There are different kinds to know: (1)
positive feedback: this is when the sender and the receiver agree
around their discussion. Its means that the receiver responds
positively to the request made by the transmitter (the interaction is
total). (2) negative feedback: it is the orc the receiver declines the
proposal made to him by the transmitter of the message
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the Board of Management or Discipline but are applied
to the school. Teachers are excluded from any decision
making. They are contradicted by a minority of 14.7% of
respondents who feel that they are often involved or
associated with important decisions concerning the
institution. It remains to be seen whether this category of
agents performs duties that are close to those of
management.

VI. ANNOUNCEMENT OF ORGANIZATIONAL
OBJECTIVES

By observing the figures concerning the
announcement of organizational objectives, we find that
our respondents seem not to be divided on the issue of
announcing production targets (56% for no, and 44% for
yes). These observations are confirmed, after using the
X2 test, which allowed us to accept the null hypothesis
of the existence of a significant difference between the
reactions of our respondents: (X2 calculated 2.16 <at
the critical value: 3.841 of the table at the threshold of
5%, dl = 1). The schools of DR Congo do not announce
the organizational objectives to their agents at the
beginning of the school year. The authorities are content
to give everyone their educational documents instead of
discussing with the agents the vision and objectives that
the school has set for the current year.
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Chart 4.2.2: Motivational factors to improve for teachers

The results in this table, relating to motivators to
be improved by the public authorities, reveal that
majority of teachers are in favor of improving their basic
salary (43.33%). This answer is supported by the fact
that the basic salary is the only remuneration that
remains regular and is often paid by the State. It is worth
noting that despite teachers' preference for the basic
salary, it does not even allow the teacher and his entire
family to make ends meet. His salary remains the least
of all State officials. This state of affairs is often at the
root of sames situations of strike and cessation of work
by teachers who demand daily improvement of their
treatment. Teachers in DR Congo, especially those in
private schools, ask the school authorities to take
holiday savings into account to help them spend the
holidays in good conditions. Some Congolese private
schools do not pay teachers during the holidays and
limit themselves to paying it until July, which is the
month of the end of the year. Also, Congolese teachers
deplore the conditions in which they work (14.67%).
Note that these conditions expose them to several
occupational diseases. In reading the table above,
Congolese teachers demand the improvement of certain
factors not taken into account by the State in the
remuneration, like family allowances. The Congolese
teacher is the one who works but does not know if one
day he will be able to buy a plot. Corneille Luboya
(2019) had demonstrated the socio-professional
characteristics of the Congolese teacher by raising the
fact that it is the one who educates the teachers of
others, but his family stays at home.

It is appropriate for us to deduce that the
motivational factors are: Compensation (basic salary,
bonuses and benefits), Work-go taste itself, Work
schedule, Equipment and work equipment, Work Break,
Relationships with colleagues or your team, Pride of
work in a company, Continuing and Professional
Training, Staff Promotion, Staff Leadership Style, Staff
Considerations within the Company and the Feeling of
Recognition of work by the chief.

a) Factors demotivating teachers in DR Congo

The study identified the factors that cause the
teacher to be demotivated at work. Here are the reasons
why a teacher can show signs of demotivation: non-
compliance with commitments in teacher compensation
after delivery. Non-regular, late payment and significant
compensation. the school does not have a remuneration
system that satisfies, motivates and encourages staff to
improve their performance (17.3%), poor organisation
and management of the school as well as the lack of
listening and transparency of certain hierarchical
authorities (12.7%), authorites and leaders are
sometimes dictators to agents. they are too strict
towards agents. they behave in all power, as masters of
all evil, as law-makers, judges and parties (10.7%),
leaders do not consider or respect the staff. they
thunder and shout at the staff at the presence of other
teachers or even students. they do not respect teachers
(9.3%), lack of team spirit, collaboration and
communication between staff in the professional
environment (8.7%), most leaders are tribal and unfair.
teachers (8.7%), officers do not work in good conditions
(8.0%), little individualism assistance. leaders do not
intervene when a teacher is in difficulty (6.0%), non-
compliance with official instructions as well as the code
of led by leaders to be too subjective (6.0%), too many
conflicts and lacks the right strategies for conflict
management in schools. best teachers (4.7%), non-
compliance with the discipline of other officers who
confuse rights and duties (4.0%), some headteachers
do not involve officers in decision-making. they do not
trust staff (4.0%).

b) Towards an integral motivation of the Congolese
teacher

In this last part, we will allow us to propose

solutions to the actors of the Congolese Educational

System to improve the motivational policy in light of

scientific standards. Thus, for a good satisfaction of the

teacher at work, leaders must: (1) Pay and improve

© 2020 Global Journals

Global Journal of Management and Business Research ( A ) Volume XX Issue II Version I E Year 2020



Global Journal of Management and Business Research (A ) Volume XX Issue II Version I E Year 2020

wages, bonuses, family allowances, transport costs,
housing in compliance with statutory standards. (2)
Improve working conditions to save employees from
work-related accidents and various occupational
diseases. (3) Recruit and assign teachers to positions or
groups where they should feel comfortable and give the
best of themselves while avoiding recruiting the under-
qualified. (4) Regularly organize continuing education
(retraining, seminars, seminars) to ensure the adequacy
between their skills and knowledge, in short, their
suitability for specific tasks. (5) Communicate to
teachers the results of their performance evaluation. (6)
Involve the agents in the decision making of the
company, or their jobs. (7) Regularize the salary
situation of the personnel or the new units and the
payment of retirement allowances. (8) Demand the
cessation of a climate of terror and intimidation within
the company.
VII.  DISCUSSION

Several authors (Maslow, 1954; Herzberg, 1966;
Taylor 1911, Mayo 1927-1932, Alderfer and McClelland
quoted by Kidinda, 2016, Luboya 2018, Bila 2016)
addressed the issue to staff motivation and led to the
development of several motivational theories. All of
these studies highlight the impact of motivating factors
on organizational performance or performance. They
appreciated the motivational policy, depending on
whether it is the intrinsic and extrinsic factors that drives
the individual to be efficient and profitable in the
organization. This study highlighted the formality of
motivational policy in DR Congo schools in a model
based on individual, organizational and work factors. It
is a question of identifying both the existence or the
provision and application of the motivational policy.
Thus, the results of the study identified the factors that
motivate agents in this company, these include
compensation (basic salary, bonuses and benefits); the
taste of work itself; Work schedule Equipment and work
equipment pause in work Relationships with co-workers
or the work team Pride in working in a company
Continuing and vocational training Promoting staff Staff
leadership style Staff considerations within the company
the feeling of gratitude to your work by the chief.

In addition, the results showed that certain
factors demotivate staff at work, including: non-
compliance with commitments in teacher compensation
after delivery. non-regular, late payment and significant
remuneration. The school does not have a remuneration
system that satisfies, motivates and encourages staff to
improve their performance, poor organisation and
management of the school as well as the lack of
listening and transparency of certain hierarchical
authorities, authorities and leaders are sometimes
dictators to agents. They are too strict on the agents.
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They behave as all mighty, as masters of all evil, as law-
makers, as judges and parties, and by leaders, and in
disrespect and respect personnel. They thunder and
shout at the staff at the presence of other teachers or
even students. They do not respect teachers, lack of
team spirit, collaboration and communication between
staff in the professional environment, most leaders are
tribal and unfair. They discriminate between teachers,
agents do not work in good conditions, little
individualism. Leaders do not intervene when a teacher
is in difficulty, not complying with official instructions and
the work code by the leaders that pushes him to be too
subjective, too many conflicts and lacks the right
strategies for managing conflicts in schools. The
generational conflict between the old and the new
teachers, between the bad and the best teachers, the
lack of respect for the discipline of other agents who
confuse rights and duties, some school leaders do not
associate decision-making officers. They do not trust the
staff. These results differ from those of the authors cited
above. In our humble opinion, these authors limited
themselves to testing whether motivating factors would
affect the performance or performance of agents at
work. Our study looked at the impact of motivational
factors related to the individual, himself, organization
and work.

VIII.  CONCLUSION

This study focused on the motivation of the
teaching staff of the Democratic Republic of Congo
who, according to our observations, present the signs of
demotivation. This situation we have experienced by
their irregularites in  the workplace  (school),
absenteeism often unjustified, abandonment of post for
the search for "better go," delays beyond the start of
classes, lack of diligence and zeal at work, a situation of
conflict that plagues the organizational climate, etc. The
relevance of these facts has reinforced our doubts
about the practice of motivating teachers according to
the standards set in Congolese schools. Faced with its
inefficiency, we proposed to make recommendations to
the authorities and decision-makers of the Congolese
Educational System to improve their practice of
motivation  of the  Congolese teacher. All
recommendations are necessary because they promote
the satisfaction and or involvement of agents at work for
their performance or productivity in the company. It is
then that the Congolese education system can take off.
We end this paper by thanking all those who
participated in its realization. Many thanks to my wife,
Maria Menda Tshinga and my son Bradel Menda
Kabamba. Dear son, the way is already marked and
watered to welcome you in this high level of knowledge ;
you have just to take the first step.
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The Influence of Dynamic Capabilities on
Organisational Performance: An Empirical Study
on Qatar’s Ministry of Finance

Menahi Mosallam Al-Qahtani

Abstract- This research aimed to explain the influence of
dynamic capabilities on organisational performance in Qatar's
ministry of finance. The research population consisted of top
management in which included (managers, vice manager,
Department Manager, and Vice Department Manager) in
Qatar's ministry of finance. A complete census method used to
collect data based on the small size of the population.
Structural equation modelling (SEM) used to analyse data and
test hypotheses. The research results indicated that there is a
statistically significant influence of dynamic capabilities with
their dimensions in which were (sensing, seizing, and
reconfiguration) on organisational performance. Accordingly,
the research is recommended managers and decision-makers
in Qatar's ministry of finance to motivate its employees to
share knowledge between them and design appropriate
training to enhance its employees' abilities to identify external
changes.

Keywords:  dynamic  capabilities,
performance, ministry of finance, qatar.

organisational

L. [NTRODUCTION

rganisations operate in a hyper-competitive
Oenvironment, and thus it should face many of

challenges that decrease their performance.
However, it is seeking to cope with these challenges by
improving its business outcomes to survive (Oyemomi
et al.,, 2019). Organisational performance is a pivotal
index to the success or failure of any organisation
because it is playing a considerable role for
organisations, particularly in that environment where
they face problems concerning high rivalry (Nu Graha et
al., 2019). Thereby, the success of an organisation
depends on its excellent performance in achieving its
objectives (Lee and Raschke, 2016). These objectives
are attained by the efforts of both employee and
departments, that can be measured through quantitative
and qualitative methods (Rehman et al., 2019).
Moreover, it refers to the effectiveness and efficiency of
an organisation in the accomplishment of desired
objectives (Mihaiu et al., 2010).

The concept of capability is vastly used and is
considered as a central concept. However, it has
significant ambiguity with a shortage of consensus
about what constitutes capability and how it is utilising
(Furnival et al.,, 2019). From a strategic management

Author: Researcher, Department of Public Administration, School of
Business, Mutah University. e-mail: alqahtanimenah@gmail.com

perspective, the dynamic capabilities approach in
which considered as an extension of the resource-
based view of the organisation's success states that the
sustainability of the organisation's performance based
on its ability to rejuvenate resources as its external
environment changes (Teece et al., 2016). Further,
improving the organisation's performance is related to
its ability to understand the environmental variables that
affect its work and harness these variables to create
opportunities by adjusting its resources base (Cirjevskis,

2019). Contrary to the resource-based view, the
dynamic  capabilities approach considers that
possessing valuable, rare, inimitable, and non-

substitutable resources without the ability to renovate
them does not produce to superior performance
(Ambrosini and Bowman, 2009).

The Ministry of Finance in Qatar organises
financial policies and supervises public finance. Its
responsibilities include formulating and implementing
the annual budget of the state and managing and
improving the financial strategy in line with the Qatar
National Vision. Therefore, It seeks to optimal utilise of
Qatar's financial resource by adopting successful
financial practices, applying Intact financial policies, and
activating the role of monitoring business performance.
Hence, to attain its strategic goals, it does use a set of
orientations as the partnership principles with other
sectors, supporting the uniqueness and innovation,
seeking to human resource development, and focusing
on achieving excellent outcomes. Based on the above
mentioned, the current research aims to illustrate the
influence of dynamic capabilities on organisational
performance in Qatar's ministry of finance.

[I. THEORETICAL BACKGROUND AND
HYPOTHESES DEVELOPMENT

a) Dynamic Capabilities

Generally, capabilities are indicated as the
ability to assume activities, that means they are staying
latent until an organisation utilise (Teece, 2009). Hence,
dynamic capabilities connote to a subcategory of
abilities pointed toward strategic alteration, both at the
organisational and individual scale (Helfat and
Raubitschek, 2018). Strategic management domain
broadly focuses on the notion of dynamic capabilities to
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confrontation the likely rigidities of organisational
abilities constructing (Schreydégg and Kliesch-Eberl,
2007). (Teece et al., 1997) considered dynamic
capabilities as "ability to integrate, build, and reconfigure
internal and external competencies to address rapidly
changing environments", that is indicated as the base
described of how to maintain advantages in a
complicated and uncertain environment (Zahra et al.,
2006).

Besides, (Lessard et al.,, 2016) argued that
dynamic capabilities anchored on both managerial
cognition and leadership abilities alongside with
organisational routines that an organisation adoption.
Moreover, (Adner and Helfat, 2003) explained the
dynamic capabilities concept by recognising them as
dynamic managerial capabilities, where managers build,
amalgamate, and shape organisational resources and
competences. Therefore, the management teams in
which seeking to perform the horizontal integration
strategies need a set of managerial capabilites as
identifying and forming the new demand, acquiring new

resources, and transforming the organisation's
processes toward implementing these strategies
(Mostafiz et al., 2019). The dynamic capabilities

framework is proposed three categories of capabilities
in which shaping the dynamic capabilities dimensions
that are sensing, seizing, and reconfiguration
capabilities  (Cirjevskis, 2019; Maja et al, 2018;
Schoemaker et al., 2018; Teece et al., 2016).

Sensing capability referred to an organisation's
activities toward scanning business environment and
identifying opportunities and changes to building a
comprehensive perception about the manners enable to
accomplish an organisation's objectives (Cirjevskis,
2019; Teece et al., 2016). Seizing capability indicated to
an organisation ability to capitalise of opportunities
existing in the business environment by developing
novel products, services, or improving on its business
models (Mostafiz et al., 2019; Schoemaker et al., 2018).
Besides, reconfiguration capability defined as an
organisation ability to restructuring, integration, and
maintain its resources and competencies in order to
enhance continuously development that enables to
facing competitors and survival (Furnival et al., 2019; Xin
et al., 2018; Zhou et al., 2017).

b) Organisational Performance

A term of organisational performance shaped
one of the most complex managerial concepts where it
is related to an organisation's nature and objectives of
measuring the performance (Duong et al., 2019).
Hence, scholars have provided a lot of definitions to
describe the organisational performance, (Baah and Jin,
2019) explained that organisational performance as
including an organisation's final results compared with
its planned objectives. Moreover, (IImudeen et al., 2019)
stated that organisational performance involves three
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particular aspects of an organisation's outcomes in
which are financial performance as organisation's profits
and return on investment, product-market performance
as sales ratio and market share, and shareholder return
such as total shareholder return and economic value-
added.

Besides, organisational performance according
to content perspective as an organisation's ability to
utilising its resources to achieve goals in effective and
efficient manners (Oyemomi et al., 2019). A study of
(Chein, 2004) observed that five significant factors were
identifying organisational performance, in which were
leadership styles, job design, organisational culture, the
model of motive, and human resource policies. Thereby,
it is extremely substantial for the managers of an
organisation to cognise their organisation's performance
rate to be able to realise what changes they can
introduce to cope with the evolutions (Cania, 2014).
Without the awareness of the performance, it will be
complicated for the organisation's managers to realise
the changes accurately needed organisation (Lee and
Raschke, 2016). (Mihaiu et al., 2010) identified
organisational performance in the public sector by
adopting an optimal management system, in which is
understood all employees within an organisation, as
organisational performance is the result of the
simultaneous exercise of efficiency, effectiveness and
adequate budgetary process.

c) Dynamic Capabilities and Organisational
Performance

Dynamic capabilities function a critical role of an

organisation, where they are emphasising the

accumulation of embedded abilities in an organisation,
and it is directly associated with seeking on goals
accomplishment (Hsu and Wang, 2012). Organisations
are now working in a dynamic environment, so they
need to continue developing their products and services
for getting a sustainable competitive advantage and
excellent  performance for gaining appropriate
opportunities (King et al., 2008). However, exploiting
these opportunities necessitate organisation to be
equipped with robust dynamic capabilities as well as
stimulation towards innovation (Zhou et al., 2017).
(Barreto, 2010) contend that dynamic
capabilities  systematically ~ find  solutions  to
organisations' dilemmas, thus enabling them to make
appropriate decisions, and inserting creative changes to
their resource base (Schilke, 2014; Teece, 2014).
Dynamic capabilities permanently develop ordinary
capabilities which are more probable to result in
premium efficiency (Winter, 2003). Simultaneously, they
include the establishment of new resources and
problem-solving unique manners for coping future
challenges (Danneels, 2016). (Zott, 2003) discusses that
systematic modulation on the resource base could
result in considerable performance differentials due to



activities enable the organisation to gather knowledge
about how to cope with changes by fewer costs, and
thus raise compatibility with its  environment.
Accordingly, we anticipate that dynamic capabilities
could be positively associated with organisational
performance, hence the research hypothesis formulated
as:

H: There is a significant positive influence of dynamic
capabilities on organisational performance.

[II.  METHODOLOGY

a) Population and Sample
The ministry of finance in Qatar is considered as
the vital engine of Qatar's economy by formulation

financial regulations and implementation of Qatar's
budget to attain its strategic goal. Therefore, the current
research population consisted of all top managers in
Qatar's ministry of finance, in which are (160) managers
in positions (Manager, Vice Manager, Department
Manager, and Vice Department Manager). Based on the
small size of the population, the research adopted on
the complete census method to collect data needed in
this research. Table (1) is providing an overall view of
the population characteristics:

Table 1: Population Characterlstics (N+460)

Variables Categories Frequencies Percentage
Gender Male 125 78.13%
Female 35 21.87%
Bachelor 113 70.63%
Quialification Master 36 22.50%
Doctorate 11 6.87%
Less than 5 22 13.75%
. From 5to 10 59 36.87%

E

xpenience From 1010 15 65 40.63%
More than 15 14 8.75%

b) Instrument

The research instrument used to collect data
was the questionnaire which developed based on
previous studies related to the field of this research and
its variables, then a translation of this questionnaire to
the Arabic language for easy understanding the items
by the population.

The questionnaire consists of three sections;
the first section involves questions to collect
demographic data about the population. The second
section related to the independent variable, which is the
dynamic capabilities developed according to (Cirjevskis,
2019; Maja et al, 2018; Mostafiz et al., 2019;
Schoemaker et al., 2018), where it consists of 12
questions to measure this variable and its dimensions.
Sensing capability measured through questions from 1

Sensing Capability
Seizing Capability

Reconfiguration Capability

to 4, seizing capability measured through questions
from 5 to 8, and reconfiguration capability measured
through questions from 9 to 12. The third section
contained seven questions to measure the dependent
variable in which is the organisational performance that
developed by the studies of (Oyemomi et al., 2019;
Rehman et al., 2019; Tran et al., 2018).

c) Conceptual Model

e The research conceptual model expresses the
hypothesised relationship among two variables, the
independent variable which is dynamic capabilities
and its dimensions that are representing sensing,
seizing, and reconfiguration, and dependent
variable which is organisational performance. Figure
(1) is shown this hypothesised relationship

Organizational

A\ 4

Performance

Figure 1: Research Conceptual Model
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d) Reliability and Validity

Validity refers to the ability of the instrument to
measure what is assumed to be measured for a
construct. At the same time, reliability indicates to the
extent of how reliable the said measurement model in is
estimating the intended latent constructs (Ahmad et al.,
2016). The instrument validity is determined by the
convergent validity using Average Variance Extracted
(AVE) where the value of AVE should be higher than to
0.5 to achieve this validity and the discriminant validity
which is measured using the square root of average
variance extracted (VAVE) for the construct should be

higher than the correlation between the respective
constructs (Al-Hawary and Batayneh, 2015; Zenk et al.,
2019).

Besides, the instrument reliability is determined
through the Internal reliability using Cronbach’s Alpha
value which should equal or higher than 0.6 and the
construct reliability that measured using the coefficient
omega where it should be higher than 0.6 based on
studies of (Al-Hawary et al., 2011; Kim and Lee, 2019).
The results that achieved are presenting in the table (2)
as follow

Table 2: Summary for EFA Results

Construct ltem Factlor Coefficient | Coefficient AVE JAVE
Loading Alpha Omega

SE1 0.74

Sensing SE2 0.82
Capability SE3 077 0.858 0.855 0.598 0.773

SE4 0.76

S 0.78

Seizing S|12 0.83
Capabilty | SI3 0.84 0.867 0.871 0.630 0.793

Sl4 0.72

RE1 0.81

Reconfiguration | RE2 0.76
Capabilty | RE3 | 078 0.877 0.873 0.633 0.795

RE4 0.83

OP1 0.81

OP2 0.79

Organisational OP3 0.76
Performance  |—2°4 078 0.902 0.923 0.634 0.796

OP5 0.82

OP6 0.84

OoP7 0.77

Kaiser-Meyer-Olkin (KMO) measure of sampling adequacy = 0.791
Bartlett's Test of Sphericity - Approx. Chi-Square =316.48, df = 184, Sig. = 0.002

The results show in the table (2) that all items
are accepted due to loading on their construct was
higher than 0.50 (Zainudin et al., 2019), while the
instrument validity results indicated that convergent
validity is achieved because of all values of AVE was
higher than 0.50, and the discriminant validity is also
attained due to all values of square root of average
variance extracted higher than the correlation between
the respective constructs. Moreover, the instrument
reliability tests referred to internal reliability was achieved
due to all coefficient Cronbach's Alpha was higher than
0.6, and construct reliability is also attained because of
coefficient omega was higher than 0.6.

e) Goodness of Model Indices

Confirmatory Factor Analysis (CFA) is suitably
used when the researcher has some knowledge of the
underlying latent variable structure. Based on the
knowledge of the theory, empirical research, or both
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(Bymne, 2010). CFA is providing indicators to judge how
the model is fit, these indicators are including: Chi-
square ratio (CMIN/DF), the goodness of fit index (GFl),
the comparative fit index (CFl), the adjusted goodness
of fit index (AGFI), the Tucker-Lewis index (TLI), and root
mean square error of approximation (RMSEA). Figure (2)
is shown confirmatory factor analysis results (Brown,
2015).



CFA results that are shown in the table (3) indicated that all indices refer a good value, which CMIN/DF was less
than 3, CFI, TLI, and AGFI were higher than 0.90, and RMSEA was less than 0.05, in which is the model fit
(Al-Hawary et al., 2018)
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Figure 2: Confirmatory Factor Analysis (CFA)

Table 3: Summary for CFA Rusult

Category Index Index Value Accepted Value Comments

Parsimonious fit CMIN/DF 1.72 CMIN/DF < 3 within the permissible range
, CFl 0.91 CFl > 0.90 within the permissible range

Incremental fit —_ ——
TLI 0.95 TLI > 0.90 within the permissible range
, GFI 0.94 GFI > 0.90 within the permissible range

Absolute fit — —
RMSEA 0.025 RMSEA < 0.05 within the permissible range

IV. DATA ANALYSIS AND RESULTS

Correlation is a statistical process applied to
evaluate a potential linear association between two
continuous variables, as well as it used to ensure that
the independent variable does not multicollinearity

problem (Jiang, 2018). Table (4) is presented the
correlation coefficient scores and descriptive analysis
results.
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Table 4: Means, Standard Deviation and Correlation Coefficients

Variables Mean SDs 1 2 3 4
1- Sensing Capability 3.48 0.912 -
2- Seizing Capability 3.74 0.896 0.518 -
3- Reconfiguration Capability 3.52 0.922 0.7017 0.622" -
b o rganisalionl 381 | 0877 | 0640 | 0521" | 0.682" .
Notes: ** Correlation is significant at (a<0.01). * Correlation is significant at (a< 0.05).

The result in the table (4) indicates that there is
a correlation among research variables, where the
values were between r= 0518 and r= 0.701 with
significance level less than 0.05, and thus there is no
multicollinearity problem due to all correlation values
less than 0.80 according to (Hair, 2010).

Also, the results refer that Qatar's ministry of
finance has a moderate level of dynamic capabilities
(M=3.58, SD=0.931), in which the sensing capability
was at a moderate level (M=3.48, SD=0.912), and the
reconfiguration capability was also a moderate level
(M=3.52, SD=0.922). While, the seizing capability was
a high level (M=3.74, SD=0.896), and regarding of
organisational performance, it was a high level (M=3.81,
SD=0.877).

Structural Equation Modelling (SEM) is an
inclusive and flexible approach that used to identify the
SE1
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relationships between variables in a hypothetical model,

whether they are measured or latent. SEM considers a
multivariate statistical manner that combines the inputs

from factor analysis and that of methods based or
derived from multiple regression analysis methods and
canonical analysis. Moreover, it is flexible because it is a
method that allows not only to identify the direct and
indirect effects among variables but also to estimate the
parameters of varied and complicated models, including
latent variable means (Byrne, 2010). Therefore, SEM
was used in this research to testing the hypothesis that
addresses the impact of dynamic capabilities on
organisational performance, where the result is as
shown in figure (3)
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Figure 3: Structural Equation Modelling Results

The result shown in Figure (3) indicates a
statistically significant effect of dynamic capabilities in
organizational performance, where the value of this
effect (p=0.57) at a level of significance (P-
value=0.002). Thereby, dynamic capabilities have a
significant  positive  influence on  organisational
performance.
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V. RESULTS DisCuUSSION

This research aimed to explain the influence of
dynamic capabilities on organisational performance in
Qatar's ministry of finance. The results indicated that the
level of dynamic capabilities was moderate, that means
Qatar's ministry of finance has procedures to build their



capabilities and utilise them to accomplish its goals.
Also, the organisational performance was a high level
refers that Qatar's ministry of finance adopting a set of
effective and efficient activities to achieve its objectives.

Furthermore, the results refer that there is a
statistically significant influence of dynamic capabilities
on organisational performance in Qatar's ministry of
finance. Therefore, Qatar's ministry of finance enhances
its employees' abilities to learn how to monitor the
changes in its environment to discover new methods
that help to improve its accomplishment. Moreover, it
motivates to share knowledge which acquired both
internally and externally among all departments that lead
to developing the work manners which reflected on its
outcomes.

Besides, the ability of Qatar's ministry of finance
to determine the processes that are adding value to its
customers helps to focus on activities that ensure
achieving its goals. moreover, they emphasise on
restructuring their resources to enable them to develop
their services and business models to provide unique
services to their customers.

VI.  MANAGERIAL IMPLICATIONS

Based on the research results, we are
recommending managers and decision-makers in
Qatar's ministry of finance to develop their employees'
abilities to sense the changes in the environment by
providing them with appropriate training. Moreover,
motivate them to improve their work methods by utilising
new technologies which help to achieve high
productivity. Also, enhancing them to share knowledge
acquiring among departments that lead to building
organisational culture characterised with intensive
learmning.

VII. LIMITATIONS AND FUTURE RESEARCH

This research is contributed to adding a lot of
literature regarding its variables. However, it includes
some limitations. Firstly, this research is conducted in
Qatar's ministry of finance, so we are suggesting
implementing the same research but in other
population, which enable to more generalisation the
results. Secondly, this research is aimed to investigate
the influence of dynamic capabilities on organisational
performance; we recommend future studies to search
on the impact of dynamic capabilities on other variables
as competitive performance, innovation behaviour, and
organisational ambidexterity. Finally, this research
sample consisted of top managers in Qatar's ministry of
finance which has the same culture. Thus, we are
oriented future studies to apply the same research on
other countries to discover the relationship among
variable if the culture changed.
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Human Resources Challenges in Apparel
Industry in Sri Lanka

Dr. Indumathi Welmilla

Absiract- This study aims to identify the human resources
challenges existing in the apparel sector of Sri Lanka and
provide recommendations to secure with managing the
barriers to go ahead with future sustainability in the industry.
The research approach is qualitative and followed the case
study method. Face to face interviews was the method of
collecting data by following a semi-structured questionnaire for
the research, and the data analysis method was the thematic
analysis. The finding demonstrates nine core human resources
challenges in the apparel industry in Sri Lanka.

Keywords: apparel industry, high competition, human
resources  challenges  scarcity of labor, less
attractiveness, poor work ethics.

I. INTRODUCTION

ri Lanka’s apparel industry widely began to grow in
the country after the open economic policy of

1977  (Industry  Capability = Report, March
2017).With the implementation of a free financial plan,
more foreign investment came into Sri Lanka due to
trade-friendly environment factors. Sri Lanka became a
more attractive country for the apparel industry due to
the open economic policy, and  Multi-Fiber
Arrangements (MFA) (Dheerasinghe, 2009). The MFA is
a system of quotas designed to protect garment
industries in first world countries by slowing down the
speed of globalization (Institute of Policy Studies, 2005).
The apparel industry became one of the leading
contributors to the export revenue of the country and is
well known and expert in this industry due to the high-
quality garments at competitive prices and holding
ethical practices backed by legislations.

Sri Lanka is contributing to the apparel industry,
mainly in the Asian region, and now India, China,
Vietnam, Bangladesh, and Cambodia became more
competitive countries to Sri Lanka. After the MFA, many
developing countries in the Asian region, such as
Pakistan, Bangladesh, China, India, and Sri Lanka,
engaged in the apparel industry massively
(Dheerasinghe, 2009).

India becomes a leading country in the global
apparel industry, and they expect to accomplish $ 80
billion from textile and apparel exports in 2020 (Anand &
Kheterpal, 2014). Government of India is working on
their 11" five-year plan and its included substantial
investment in apparel and textile trade and investments
Author: Senior Lecturer, Department of Human Resource Management

Faculty of Commerce and Management Studies, University of Kelaniya,
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in new textile parks, various incentives, and training
programs. (Anand & Kheterpal, 2014).

The budget proposal published for the year
2015 stated that the Sri Lankan government is intending
to reach to top ten high-quality garment manufacturers
in 2020 with the earning of US $ 10 billion. Sri Lanka
focuses on its future challenges in the apparel industry
and how to overcome them to reach up to the country’s
expectations. The main strengths in the Sri Lankan
apparel industry are highly literate workforce, strategic
location, favorable infrastructure, product quality, and
development in speed solutions. (Derasingha, 2017)

However, the Sri Lankan government is looking
to become the top ten high-quality garment
manufacturers in the year 2020,its dream outlining the
plan for 2020 mission says that the expectation is to
achieve GDP of US $ 150 billion by maintaining the
unemployment rate less than 3%(Budget Proposals,
2015).

The new trends in the global garment industry
with the aim of more productivity concepts and cost
minimizations become another challenging factor in the
apparel industry in Sri Lanka (Ranaweera, 2014). Labor
turnover and increased rates of absenteeism are now
become a g crisis in the apparel industry and were
evidence that those have limited the industry to reach
their expectations (Abdur & Atm, 2015).

The human resources area as the human
resources factor is critically more important to the
organization. More effective and profitable organizations
build-up by talented, qualified, and trainee employees,
thus the employee issues in an organization are well
known as the lifeblood of an organization (Thammita,
Seedevi, Jayarathna, Welianga, Madushanka, 2010).
Therefore, when an industry is facing challenges, it is
more important to pay attention more to the human
resources asset.

It is worth to note that Sri Lanka has recorded a
high unemployment rate of 12% in 1992 and 4% in 2016
that shows slightly decrease, but it still archives the
highest trend to the departures for foreign employment
opportunities, and during the period starting from 2001
to 2015 there has been upward trend for moving to the
overseas employment opportunities by the skill workers,
unskilled workers, and other categories.
(Samarasinghe, Ariyadurai, & Perera, 2015).

There is a severe challenge to the apparel
industry in Sri Lanka. Therefore, it is necessary to
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examine the future and its challenges critically to find out
the solution in the long term stability of the apparel
industry in Sri Lanka. Moreover, the Sri Lankan apparel
industry is actively connecting with the working
population; therefore, this study aims to explore the

Human resources challenges associated with the
apparel industry in Sri Lanka.
[I.  LITERATURE REVIEW
The export-oriented  production of the

readymade garment industry in Sri Lanka has begun in
the 1970s and expanded rapidly after the introduction of
trade liberalization of the economy in 1977. In the early
era, direct foreign investment marked as a more
important factor in industry establishment and growth,
but lately, domestic capital became similarly necessary.
The MFA set up a quota system, and it granted an
assured market for countries such as Sri Lanka, India,
China, Hong Kong, Taiwan, and Korea in the European
Union, the USA, and Canada (Kelegama & Epaarachchi,
2003). According to Thilakaratne (2006), during the late
1990s, the apparel industry grew at 18.5 % per annum,
and the export-led expansion of the industry led to the
replacement of tea by garments as the nation’s largest
foreign exchange earner. The development of the Sri
Lankan clothing industry has been remarkable in terms
of its contribution to GDP, exports, foreign exchange
earnings, and employment generation. Thilakaratne
(2006) further discussed that a considerable proportion
of the apparel factories in Sri Lanka are small and
medium scale. However, the small and medium scale
industries export merely about 15 % of the total exports,
and the industry is dominance by a few large firms,
which claim to about 85 % of the total value of exports
(Dheerasinghe, 2017).

The highly trainable, skilled, and literate
workforce is one of the most important factors that has
contributed to the high development of the Sri Lankan
apparel industry. (Samarasinghe, Ariadurai, & Perera,
2015).In the global economy, the Sri Lankan apparel
industry has faced a significant challenge in
strengthening competitiveness. (Ranaweera, 2014). As
described by Gavranovic(2018), most of the industries
now a day are facing such difficulties as profoundly
changing technology, globalization, unpredictability, and
turbulence. So it is worth to perceive the situation
concerning the Sri Lankan apparel industry as it is the
highest sector contributing to the Sri Lankan economy.

As a significant organizational element, human
involvement is desirable to discuss due to several
human resources problems such as high turnover,
absenteeism, and these problems now have become
vast barriers to achieve the organizational objectives in
the apparel industry. (Kotawatta, 2013).The average
employee turnover in an apparel factory is nearly about
60 percent per annum and 20 percent skilled persons
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leaving the industry for migration opportunities in Sri
Lanka. (Liyanage & Galhena, 2014).

Kelegama and Epaarachchi (2003) stated the
reasons for high turnover and absenteeism of apparel
workers are due to the poor working environment,
worker stress, and poor social local perception of the
apparel workers. These factors caused the Ilow
productivity of the sector and highly contributed to
inadequate human resources practices in the industry.
As per the view of Kotawatta (2013), responsible parties
manage workers who begin in the apparel industry have
to have a hard power to control the labor towards
organizational success in the short term and long term.

The innovations and technologies oriented
methods have made new information, capacity, and
ability necessities of the human asset in the apparel
industry (Lohar & Gopal, 2013). Information, capacity,
and ability necessities for the employee asset,
Computers, internet, automated machinery have
become major innovative products in the apparel
workplace (Lohar & Gopal, 2013). The industry has
welcomed these new techniques, but the Indian apparel
industry has indicated that the same has created
challenges in the industry. The main problems they have
identified due to technological changes are ongoing
developments in the human capital and talent
requirements of the jobs (Lohar & Gopal, 2013).
Futhrmore, Anand & Keterpal (2014) have stated that by
giving more training opportunities internally to develop
the use of machinery and equipment at the workplace is
increasing productivity. Low educated or lack of
technical education of employers are harmful to the
Indian apparel industry (Lohar & Gopal, 2013). The
sexual harassment wasprevalent in the garment
factories, and there were high gender base
discriminations in this industry (McMullen &Majumder,
2016).

High Employee turnover is a common problem
for the apparel industry, and there are key factors
affecting employee turnovers such as the frustration of
the employee, limited career development opportunities,
for own betterment and peer's behaviors (Farooqui
&Ahmed, 2013). Even though there is sufficient literature
available on employee turnover, there are no precise
models to find out why employees leave their working
places (Lee & Mitchell, 2001).

Bangladesh's economy has been highly
considering the ready-made industry, and employee
turnover, deeply related to the organization's
productivity, and this has become a major human
resources problem in Bangladesh ready-made garment
factories(Sikdar, Sarkar & Sadeka, 2014).The insufficient
income of the employees becomes the prime reason to
quit from employment, and they had gone for higher-
paying jobs and also, that people who are not happy
with the job duties, risk and challenges caused



employees to quit from the employment (Shamsuzzoha
& Shumon, 2010).

Women harassment, employee discrimination,
child labor has become growing problems in the
Bangladesh garment industry. (Ullah, Sunny & Rahman,
2013). In the Cambodian, lower training levels and
educational levels have become a constraint to the labor
productivity of the garment industry (Natsuda, Gota &
Thoburn 2010). Furthermore, in this country, the poor
working condition has lead employees for unrest
situation (Gabriel, 2015).

I11. METHODS

Given the objective of this study, the researcher
conducted thirty-five qualitative interviews with the
human resource managers in the apparel factories in Sri
Lanka. The population of this study was the human
resources managers in the apparel factories of Sri
Lanka. For the study, the researcher has selected thirty-
five apparel factories as the sample by using a
convenience sampling method.

As the research was trying to address a fact
that is related to human resources, which is very much
subjective, and high weight on the qualitative nature of
data. Thus the researcher used both primary and
secondary data. The basis of this research approach is
to collect primary data by interviewing the human
resource managers of the purposively selected apparel
exporting companies in Sri Lanka. However, the
researcher also realized the importance of collecting
secondary data while analyzing the primary data
because all the secondary data has complemented the
primary data and so possibly increased the acceptance
of the primary data.

In the questionnaire, there are some structured
and semi-structured questions used to collect primary
data through the interviews. The initial questions provide
general perceptions about the Sri Lankan apparel
industry, and it is followed by some queries that aim to
provide facts that affect to the apparel industry. The next
few sets of questions aim to provide a deeper
understanding and an inside picture of the apparel

industry and also the human resources challenges
faced by the enterprises. The interviews end with
comments from the interviewees on the studied object.
The main questions were supported by probing
questions to ensure that all required details captured.
The main interview questions and the probing questions
were developed based on the theories available. Table 1
shows sample questions that use to explore the study's
aims.

Interviews were provided the necessary depth
information for this study. Although it was a hard job to
interview some of the interviewees, it was essential to
serve the purpose of the study. At first, Interviewees
were requested by a phone call to reserve their valuable
time to give an interview date and time. Before starting
the interviewing process, the first researcher introduces
herself and explains the interviewee the purpose of the
study and aim. After confirming the formal consent of
the participants and satisfying the ethical requirements
of confidentiality, the researcher recorded interviews and
taped the transcribed interviews into a format suitable
for N- Vivo processing (Silverman, 2013). In this case
study method researcher has been chosen the thematic
analysis as it is a widely used qualitative data analysis
method. Mainly thematic analysis method identifies the
patterns of meaning across the dataset that provides
findings to the study’s aims.

The researcher followed the basic guidelines
given by the thematic analysis (Braun & Clarke, 2008)
first read the content of the interview recorded during
the face to face in-depth interviews. The process of
converting recorded data/notes into a word-processed
document took 1 hour and 45 minutes to transcribe. In
the next step, each sentence of the interview
transcription was coded in a systematically according to
the main numbering of the semi-structured interview
questions. Highlight the key points and quotes to the
illustrated points by giving concepts with labels given to
line by line. The ideas similar in sound were merged and
developed the concepts at the end of the open coding
process of each interview transcription.

Table1: Sample questions from the interview protocol

Sample Questions

how you find difficulties with those challenges?

8. How have you been identified these challenges?

1. What kind of challenges faced by human resources management in the Sri Lankan apparel industry?
2. Could you please share with me what human resource challenges associated with your organization?
3. Being one of the famous apparel factories in Sri Lanka, do you have any human resource challenges and

4. What are the steps you have taken so far to overcome the HR challenges?
5. Could you please share with me any other remedial actions you would like to see to overcome these

challenges”?
6. Do you have any understanding of the other Asian countries about the situation?
7. Could you please list down the identified challenges”?
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V. FINDINGS

In this section, the researcher report findings
and broad concepts by following study aims. All human
resources managers/operational managers responded
to the survey were faced with identified challenges when
working in the apparel industry in Sri Lanka. Finally, the
researcher was classified the human resource
challenges under nine categories such as; Scarcity of
labor in the industry, High Competition from the rival
enterprises and parties, Poor work ethic including
absenteeism and turnover, Lack of technological
development, Longstanding legislations and extreme
social compliance requirements, Different management
skills on the people management, Negative social
image /less attractiveness to the industry, Different
attitudes and decision making by the people and Lack
of health and safety needs and awareness on sexual
well being.

a) Scarcity of labor

Excess demand for work becomes a severe
concern and challenging factory for the apparel sector.
All respondents have pointed out that they struggle with
the shortage of employment, especially in the
operational level job categories. In the previously
conducted studies also indicated that there was a sharp
drop in the apparel employments after 2003 (Kelegama,
2009). Labour is the necessary input to the apparel
sector, and with the lower retention rate of the
operational level workers, demand for labor has been
increased day by day and a higher labor shortage of
40%recorded in Sri Lanka (Central Bank Report, 2017).
All the respondent reported that they faced difficulties
about the labor shortages, and there are no people for
them to recruit event, as shown in the following quotes:

The first critical challenge is enrolling people. When
it's come to the apparel sector, machine operators
are crucial. As per my knowledge, the main issue is
recruiting people. It is now challenging to employ skill
laborers for factory operational jobs.

There are many vacancies currently in the enterprises
Sri Lankan apparel industry due to a lack of suitable
replacements. It’s tough to fill this gap between the
required human resources and the current resources
that we have.

Dheerasinghe (2009) has identified that the lack
of labor becomes a challenging issue in the Sri Lankan
apparel industry. Further revealed has been made, and
it discussed that many Sri Lankan operations moved out
of the country to the other Asian countries due to the
scarcity of labor. In the present context, the majority
believed that there is a high demand for work, but the
supply of the workforce is a critical challenge due to the
scarcity of labor.
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b) Negative social image/less attractiveness

Few respondents explained to the study that
there is poor social recognition for the people who are
working in the apparel industry, and that perception
reduces people’s interest in looking at the apparel
sector job opportunities. This lousy reputation was given
to the newcomers by the media, and different studies
conducted from time to time and previous incidents
happened in the garment industry around. There is poor
social recognition for people in the apparel industry.
Thus, this is one of the most disadvantaged to keep
experienced core employees in apparel companies.
Therefore, employees are looking for jobs in other
sectors after sometime. Due to these things, the apparel
industry faced significant challenges in human resource
management practice. The following quote supports this
view:

Yes, there are labor shortages, poor social recognition on
apparel jobs.

In Kelegama’s (2009) study, he has identified
that poor social recognition given to the apparel
industry-oriented job opportunities in Sri Lanka. Another
study has noted in his work that the reason for not
attracting the labor into the apparel industry in Sri Lanka
because of poor social recognition it gained (Hancock,
Carasta this, Georgiou, & Oliveira, 2015). Garments
workers did not get social status and were neglected
from society as a lowly recognized profession is the
other challenge in the apparel industry in Sri Lanka. The
literature mentioned above also supported the
researcher’s finding in this study, and the negative
social perception of the Sri Lankan apparel industry has
become a challenging problem in human resources.

c) Different attitudes and decision making of people

Employee working attitude is also an essential
factor to consider to take the human resource
management decision of a company. Employee working
attitude changes organizational culture, develop
employee commitment, trustworthiness, efficiency, and
effectiveness of job tasks, etc. Poor employee attitude
creates unresolvable problems in the human resource
process of apparel companies in Sri Lanka. Different
types, ages, social groups of employees are working in
apparel companies since they have poor attitudes that
have to tolerate and corrected when managing people
in the apparel industry. Therefore, the failure of
employee attitudes is the primary human resource
challenge. The following representative comment
illustrates this challenge:

In garment factories can be seen as different attitudes
of the employees. It is complicated to convince them
fo work. Some are arrogant and hard-core people.
There are some areas in and around factories and
those areas reckoned as very horrible and arrogant



villages. People are coming from those areas also not
willing to adhere to the other instructors, superiors,
and not respecting other supportive members and
always make demands for their satisfaction only.
Some employees are lazy from their nature, and
they expect a comfortable work-life and get monetary
benefits. There are many unemployed youths in the rural
distance areas in Sri Lanka, but it is still challenging to
bring them to the garment industry due to their poor
attitudes. However, youth people wish to dress nicely
and engage in work with fewer responsibilities, as
described in the following:

The biggest issue now in the industry is an employee
is looking for a comfortable, relaxing job opportunity.
Even though we provide different types of financial
and none financial benefits to attract them still, it is
challenging to retain the labor leakages and attract
newcomers.

The majority of females are working for the
apparel industry in Sri Lanka. Available literature also
proved that almost 70% of the Sri Lankan workforce
contains inactive women and central causes behind this
fact were women leave their jobs after marriage,
maternity leaves and look after the education needs of
their children. Following is explanatory and showed how
female participation had been declined based on their
or their relatives’ decisions.

Five years before, it was 90% female and 10%, male.
But now we started hiring many males for female-
oriented jobs; therefore, current representation is
female 65% and male 35%.

Yu Ru Hsu (2011) stated that there is a negative
relationship between work-family conflicts and job
satisfaction. Personal issues connected with the family
and members deemed employees to think that their
working environment is not favorable, and rigid rules are
there to control them. Employees had several personal
issues at home when they were staying outside from
home for employment, so they find it challenging to
manage it correctly. Some employees are coming to
work from their homes, and they also struggle when they
have personal problems to be solved. Employees tried
to off from the job duties and resolved their matters, but
there is pressure coming to them back again on their
absences from the authorities in the enterprises as there
are different leadership styles, and those vary from
enterprise to enterprise. Therefore, employees finally
decide to work in free working arrangements where they
have not stayed with rigid rules and regulations.
Temporary employment helps employees to stay out of
strict rules and regulations and work only when they
want. Therefore, employees were attracted to temporary
operating companies in the apparel industry. For
example:

The recent issue in the contract labor/casual workers.
We are struggling to hire people, but the people are

doing casual nature jobs, there are ample of people
with them.

The finding of the study proved that how
different attitudes of the people change their mind-set in
the apparel industry jobs. The literature explained that
the factors influenced views rose from socially, own
experience, and learning. (Cherry, 2017). In this study,
respondents have described what the expectation of the
new job seekers are, how the attitudes changed the
behaviors of some employees from socially, the job was
picked by the job seekers with their short term decision
makings, and so on.

d) Lack of strong work ethic with high absenteeism and
turnover

High employee turnover and absenteeism in the
operational workforce was another identified human
resource challenge by the respondent in the Sri Lankan
apparel industry and highly discussed. Employee
turnover is a foremost problem for apparel companies
because that directly connected to the high human
resource management cost on recruitments, training,
etc. Available literature proved that the average turnover
of an enterprise was 60% per annum, which is high
(Samarasinghe, Ariadurai,Perera, 2015).

Absenteeism is the other significant challenge in
all enterprises as per the respondents. The majority of
female employees are working in the apparel industry.
Female employees usually show big absenteeism
problems due to family matters, maternity leave, etc. All
these causes to increase employee absenteeism rates
and employee turnover rates and it is a human resource
challenge, as a quote of a respondent:

There is vast absenteeism of the operational
workforce, and it cannot be conirolled or find out any
solution yet. Employees are giving various types of
reasons and some long absences finally ending with
the turnover of the employee. One of the critical
reasons we find out is the majority are the borders;
therefore, their loveable in the families such as kids,
husband, parents, relatives are living in the villages.
Some family members are sick due to aging and
nobody to take care of them.

It was found that there was poor work ethics in
practice in the garment industry of the employees and
became a human resources challenge too. These
people have less focus on career development. Mostly
lower-level employees are working only to earn. They
were not much interested in developing a proper career.
Therefore, their absenteeism rate is high and less
commitment to the workplace and it is another human
resource challenges faced by apparel export companies
in Sri Lanka.

Labour turnover and absenteeism become a
pervasive crisis in the apparel context, and these
challenges limit the organization's development and
expectations. In the Sri Lankan apparel industry,
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turnover, and the absenteeism of the employees
become more barriers (Kotawatta, 2013). This literature
proved the researcher’s finding in the study, and finally,
the poor storing work ethic, including the absenteeism
and turnover, become the challenges to the apparel
enterprises in Sri Lanka.

e) Technological development
Few respondents have identified that Human

Resources challenges as highly dependent on labor
involvement jobs rather than on automated machinery
and high demand for labor exist as a result. Still,
enterprises demand laborers and struggling without
meeting expected labor demand. The interviewees
reported that during the last four decades in the Sri
Lankan apparel industry, there had not seen any
noteworthy technological development in the apparel
sector, and demand is still there for manually operated
machinery:

The reason behind the high demand for sewing

machinist is the manually operated machinery, which

| have highlighted in your previous question.

Innovation is a nessential success in the
business environment. These people are less
responsive to the innovative requirements of the apparel
company. Therefore, supervisors were hard to adapt the
employees to new systems and technologies
implemented. However, these core employees are not
much positively responding to innovations because they
are not having much knowledge about the importance
of innovation. Thus the novelty is one of the main
limitations faced by the human resource department of
apparel companies in Sri Lanka.

Ranaweera (2014) showed that innovation is the
key to the Sri Lankan apparel industry in long-term
sustainability. Enterprises face challenges due to rapid
changes in technology (Agbor, 2008). The apparel
industry becomes a very competitive sector in the world
economy and Sri Lankan economy; therefore, to reach
the 2020 mission, it is required to in line with the global
technological trends. Machinery upgrading to be in line
with the universal latest technology gained a competitive
advantage and made a lot of monetary savings, which
will help to demand at a competitive price. To obtain a
productivity workforce and become price
competitiveness, the Sri Lankan apparel industry must
invest in the technology, and it identified as a need in
the Sri Lankan apparel industry. As explained in the
study, results necessary technological advancement will
ease the work-life, stress, and pressure of the garments
workers and provide an excellent solution to the scarcity
of the labor.

) High Competition from the rival companies and
others

The respondents have given their concern

about the difficulty of attracting newcomers to the
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enterprises, and several reasons were lying under the
hardship to attract new employees in the company.
Those were competitive salary paid by the enterprises,
different types of facilities such as shift hours, welfare
benefits.

In the first ear of the newcomers engaged in the
industry zone, it is hard for them to adopt the
environment as well as to the boarding environment. In
this situation, what organizational offers and employee
requests were not in line and created dissatisfaction with
the new comer’s mind. It is hard to pay a high salary to
employees work in the apparel industry since the
management of the apparel industry had to face
problems with employee turnover because of salary.
There is a high tendency for employees to worked in
casual work or daily paid wage nature jobs. All these
jobs are temporary and available only vacancy is
existing in the enterprises. Informal human resources
laborer suppliers are prevalent in the garment industry,
and more employees are joining with these sectors even
they were not paid superannuation benefits or statutory
payments. They expect the daily sum of money to be
earned and manage today’s living expenses.
Respondents explained that attitudes of the employees
and early stages in the apparel industry employees
worked and aimed to receive something big to arrange
their future family activities after completion of the
consecutive five years and eamed the gratuity:

The biggest issue now in this industry is an employee
is looking for easy, relax job opportunities. Even
though we provide different types of financial and
none financial benefits to attract them still, it is
challenging to retain the labor leakages and attract
newcomers.

The current trend is now employees going for casual
nature jobs. There are vast numbers of employees
practicing this method, and we can see there are
many informal suppliers too. These workforce
agencies are not complying with the existing labor
legislation, but still, the workers are preferred to resign
from their permanent jobs and join with the workforce
jobs.

The apparel industry is highly competitive and
stressful. A large workload develops unfavorable
working arrangements for employees. Therefore, most
employees were unable to meet the target in the job,
which was also caused by employee high labor turnover
in the apparel industry and joined with the temporary
work provided by the casual labor suppliers.

Kelegama (2011) revealed that competition had
been built up by the temporary labor suppliers and other
rival enterprises established in the Sri Lanka export
processing zone. This factor further increased the
demand for labor, and enterprises should have to play a
competitive play to survive in the industry.



g) Different management skills in people management

The leader is the main person in a company.
They are responsible for managing the human resource
of the company as well. Poor leadership leads to a lack
of success in a company. Leaders’ attitudes and
behavior must be different based on the organizational
culture, industry, and other factors. All leadership styles
would not be applied to manage the human resources
of apparel companies in Sri Lanka. Respondents have
seen significant leadership style mismatch with facts of
the apparel industry. Therefore, some apparel
companies were not successful. Weak leadership
attitude influence on reducing the job satisfaction of
employees of the apparel industry. It should be
something in another way, and they should drive the
people to the expectation and should be smarter to
change the employee attitudes into the “I CAN”
concept.

In Dharmasiri’s study (2012), he explained well
about this people management skill in the current
context, and it said that being strategic in managing
human resources is very important. This study as well
proved that people who manage their human resources
at a different level in an apparel enterprise and they
strategically focuson managing their people.

h) Longstanding Legislations and extreme social
compliance requirements

Due to the political and legal environment that
different labor laws came into action in Sri Lanka
regarding human resource management. All companies
have to obey to follow the labor laws of Sri Lanka and
social compliance standards to survive and make
delighted  their  buyers/customers.  Furthermore,
companies had to allocate specific expenses such as
tariffs and barriers when exporting apparel to other
countries. Finally, all these add to the high production
cost and reduction of profitability of manufacturing.
Some companies faced considerable hardships with
lower-level net profit margins. Therefore, it is time to
rethink about legal practices and social compliance
standards currently in practice from ages eras ago with
the changes of the time. Losing out GSP+ discussed in
the literature showed how Sri Lanka face difficulties and
how other Asian countries developed a lot with these
reliefs.

The apparel industry is in line with rigid rules
and regulations in the working environment from some
compliance & quality expectations. To meet customer
quality standards, apparel companies had to follow
strict rules and regulations. However, employees are not
interested in these rules and regulations. Therefore,
refusal of rules and regulations cause quality issues of
the production and other employment issues in the
apparel sector. As discussed in Samarasingha et al.
(2015), the labour legislation in Sri Lanka is very
complex. As a result, working hours, types of contracts

were restricted by the longstanding legislations. The
upgrading of these requirements needs to meet the
present conditions.

i) Lack of Health &safety facilities and awareness on
sexual wellbeing

Aforementioned by the respondent’s majority of
employees were staying in boarding houses and
working for apparel companies in Sri Lanka. That means
the majority of employees were staying out of their
homes. This situation created poor health and safety
issues for employees. The majority are boarded
employees as per the respondents, and they find
difficulty in lodging with basic needs matching their
expectations and budget. Most of the new female
employees have faced issues with less knowledge
about sexual wellbeing, and early marriages resulted in
sexual exploitation, which finally led to stop the
employment from their jobs. The following quotes
support this view:

Employees also faced difficulties in their boarding
due fo safety problems, high living costs, and
expenses. Therefore, they started to shift to distance
area factories. Especially female faced difficulties in
their barding and, some females got into a
relationship with crummy people and fallen into the
problems. These factors resulted in parents in the
suburbs to think about not allowing their children to
go out from their hometowns to the garment industry
areas like Katunayake and get boarded and work.

On the other hand, there is develop an
unfavorable working condition around the lack of
experience of unskilled laborers. Therefore, it is obvious
to have a high labor turnover. Labor turnover is
associated with and influenced by senior recruitment
cost, selection cost, and training cost. Likewise, internal
human resource cost and production cost incur the lack
of experience /awareness of newcomer laborers in
apparel export companies in Sri Lanka.

Laborers coming from far away distant places
were logged in the boarding and were abundant with
many problems financially, mentally, and physically as
the new locations are hard for them to adopt. As a
result, they have to face many social issues that
describe in this study. Another researcher identified that
health and safety become a challenge for the apparel
industry (Thatshayini & Rajini, 2018). The researcher of
this study identified that not meeting the basic
expectations of the employees in their health and safety
needs, they found difficulties and adapting to the new
urban, they were automatically addicted to some severe
problems.

Respondents said about high turmnover, and
absenteeism resulted inmulti-taskers employees who
are having additional responsibilities. To fulfill carder
shortfall in the operations, the factories put newcomers
in the workflow even with a lack of experience, but filling

© 2020 Global Journals

Global Journal of Management and Business Research (A ) Volume XX Issue II Version I E Year 2020



Global Journal of Management and Business Research (A ) Volume XX Issue II Version I E Year 2020

up the vacancies is of utmost importance instead of
absent employees. Also, the lack of knowledge of new
employees in the apparel industry causes to increase
errors in the working environment and quality issues of
apparel production. As a result of the incompetence of
unskilled labor leads to considerable cost and problems
in the final production output of apparel companies.

Most employees work in the apparel industry
and are young, where these employees have issues due
to early marriage and sexual wellbeing. They faced
hardships in managing work life and personal life.
Therefore, these employees left the job in a short time,
create issues in the working environment, increase
absenteeism, etc. All these issues explain Human
Resources challenges in the workplace and affected the
smooth operation of the enterprise.

The apparel industry of Sri Lanka has high
employee turnover rates; thus, companies recruit
employees every day because they showed a higher
number of vacancies in any day. However, recruitment
was critical due to salary, working time, rules and
regulations, interest to carry out temporary jobs,
competition, and other factors. The majority of
employees were staying in boarding places since they
took some time to adapt to the new environment. These
types of personal matters were also caused by the
reduction of productivity of employees and increase
high employee turnover and absenteeism.

V. CONCLUSIONS

a) Summary and Implications

The primary purpose of this study to identify the
human resources challenges faced by the apparel
industry in Sri Lanka. Current research has been
identified scarcity of labor, less atiractiveness to the
apparel industry jobs, different attitudes, and decisions
made by the people, lack of strong work ethic including
turnover and absenteeism, lack of technological
development, lack of health and safety needs and
inadequate knowledge in sexual wellbeing, different
management skills on people management, high
competition from the rival enterprises and parties and
longstanding legislation and extreme social compliance
requirements become the barriers to the apparel
industry in Sri Lanka. Also, these challenges have
negatively affected the operational process of apparel
enterprises.

Training and development are helping to trains
the employee to perform well in the organization.
Training and development increase employees' personal
and professional skills and knowledge to carry out their
job without errors. According to Lohar & Gopal (2013),
raising the employment strength is mandatory for
smoother operation with a competitive advantage. The
survey findings have shown that the majority of
respondents are low-educated or not getting any
technical education. Also, training and development
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motivate the employee to work in the organization and
the ability to manage the workload appropriately. As a
result of that employee gets appreciation and
recognition from the workplace. Therefore, train and
develop employees to avoid existing HR challenges in
the workplace.

Salary or financial benefits are the primary
purposes of the lower level of employees of the apparel
industry. Therefore, employee incentives are the leading
employee motivational factor of the apparel industry.
Financial incentives attract and retain employees of the
organization. Furthermore, employees tend to attend
work every day. As a result of economic incentives that
apparel companies can reduce employee absenteeism
and an employee turnover of apparel companies in Sri
Lanka. As described by Mathis & Jackson (2007),
employee turnover means leaving an employee from the
existing place to other organizations, and it is a
combination of both voluntary and involuntary leavers.
Therefore, providing attractive financial incentives to
employees of apparel companies in Sri Lanka will
increase productivity.

All the apparel companies provide a competitive
salary, benefits, and facilities to employees. Employee
attracts to the organization which offers higher facilities.
To more facilities that employees tend to work
committed and high quality. Therefore, another
recommendation for the apparel companies in Sri Lanka
is to provide sufficient facilities in monetary and none
monetary forms to employees.

The working environment is another factor that
creates a proper workplace for employees. Employees
leave the company due to a poor working environment
with stress, high workload, etc. The working environment
should be friendly to employees who work to achieve
given organizational targets. Therefore, supplement a
favorable working environment in the organization lead
to reduce the HR challenges.

Apparel companies update with different
technologies from time to time to meet the quality of
productions.

Further, companies introduce several quality
systems and processes to complete the work in apparel
companies efficiently. These systems contribute to
reduce employee errors, train employees to work in a
particular quality, get additional benefits to target
achievements, etc. These types of activities help to
motivate the employee to work in full commitment.

Mentoring changes employee behavior and
attitude in the workplace, positively change employee
thinking towards the organization. Employee work-life
balance, solving of family matters during the work, and
employee personal development are possible to done
by using mentoring programs. Employee motivation will
reduce the human resource challenges of the apparel
companies in Sri Lanka.



Communication is an active process that can
be solved problems in any place. Effective
communication ~ communicates  about  essential
massages among employees and employees &
organization. Proper communication helps to deliver
organizational objectives with employees and employee
expectations with the organization.

Apparel industry workers have a poor image
from society due to several reasons such as wrong
imagination about the behavior of apparel industry
workers, problems faced by apparel employees, etc. All
these adverse facts made the false image of the apparel
industry. Therefore, effectively conducting employee
management in the garment industry of Sri Lanka, when
providing necessary counseling services to employees
to change their minds to make correct decisions,
strengthen employees to face ongoing problems, and
build a proper image on garment workers will be
addressed the HR challenges.

The flexible working arrangement is essential to
encourage the employees to work in an organization.
Apparel industry workers are mostly women who are
responsible for working in the home, children, parents,
and family. They are holding responsibilities at home
and in the workplace. Flexible working arrangements
create considerable satisfaction and time allocation for
employees to manage work-life balance. Therefore,
develop flexible working schedules in the apparel
companies in Sri Lanka is a recommended solution.

Women have a considerable problem of look
after their children during work time. Daycare center
facilities are significant to them to manage work and
family — matters  effectively and  successfully.
Establishment of a child daycare center activities is a
method to develop in the industrial zone of Sri Lanka.

To overcome these human resource challenges
that companies have to make several decisions such as
employee training and development, employee
incentives, provide facilities to employees, a supplement
of a favorable working environment, and introduce new
technology or processes or systems or concepts.

Further, if managers make potent actions such
as providing more training, employee mentoring,
practical ~ workplace = communication,  employee
management, and build a proper image of garment
workers  will overcome existing human resource
challenges. Training and development activities reduce
employee errors in the working environment and
motivate the employee to work in the company, which
leads to reduce employee turnover. Employee
mentoring is also another employee motivational
method to make them work a long time in the apparel
company. Effective workplace communication ensures
employee internal communication, collaboration, and
work relationships. Employees would like to work in
proper working condition with the appropriate workplace

communication and management activities of the
management of apparel company.

Apparel companies gained positive initiatives
such as to pay a good salary, provide employee
benefits, flexible working arrangements for shifts, the
establishment of a child daycare center inside the
Export Processing Zone, and an induction session
organized by the Board of Investments (BOI) in
particular time frames in the Export processing zone in
Sri Lanka. Excellent salary, employee benefits made
employee motivation with monetary. Further, flexible
working arrangements and daycare center facilities help
to manage their work-life balance. Induction session
enables to train and motivate the employee to work in
the organization and identify working culture when they
are entering to the new job. All these activities are useful
to develop a positive attitude of employees to work in
the garment industry where management was able to
overcome existing human resource challenges.
However, still, some issues are remaining human
resource challenges in the business context. Therefore,
the proper assistance of employee authorities over
come other human resource challenges effectively.

Further, employees have suggested ways to
overcome human resource challenges in the future.
Apparel employees were having issues with their
reputation in society since they could like to build an
image on the apparel workers. There are several
methods to introduce attractive schemes to apparel
workers for their development, such as provide loans for
favorable interest rates and provide special discounts to
buy products from duty-free. Most employees who are
working in the apparel industry would attract to salary,
benefits, and incentives. Therefore, the promotion of
industrial zones salary, bonus, and incentive schemes
cause to attract new employees towards apparel
companies in Sri Lanka. Most apparel companies are
not even following basic labor laws since. Thus
monitoring the workforce of suppliers by government
bodies in a systematic way can reduce human resource
challenges.

VI. LIMITATIONS AND FUTURE RESEARCH

The findings reported in the present study
must be considered in light of the limitations regarding
its qualitative nature. The human resources challenges
of the garment industry presented in this study are
limited to the Sri Lankan context; samples from other
countries might reveal different human resources
challenges.

In future research, longitudinal studies might
explore how human resources challenges change
during the peak business period. Finally, the study was
limited to human resources challenges in the garment
industry; thus, future research should explore the human
resources challenges in other sectors.

© 2020 Global Journals

Global Journal of Management and Business Research (A ) Volume XX Issue II Version I E Year 2020



Global Journal of Management and Business Research (A ) Volume XX Issue II Version I E Year 2020

10.

11.

12.

13.

14.

15.

16.

REFERENCES REFERENCES REFERENCIAS
Abdur, R. R., & Atm, A. (2015). Challenges od
Ready- Made Garments Sector in Bangladesh,
BUFT Journal (3), 77-90.

Agbor, E. (2008). Creativity and innovation: the
leadership dynamics (Electronic version). Retrieved
fromhttp://www.regent.edu/acad/global/publications
/isl.

Anand, N., & Kheterpal, V. (2014). Growth of
Apparel Industry in India: Present and Future
Aspects. Scholars world, Il (I), 64-70. Retrieved from
http://www.scholarsworld.net.

Braun, V., & Clarke, V. (2008). Using thematic

analysis in psychology. Qualitative research
Psychology, 3(2), 77-101.
Budget Proposal 2015, Ministry of Finance,

Government of Sri Lanka

Central Bank Report (2017) Department of Census
and Statistics, Sri Lanka.

Dheerasinghe, R. (2009). Garment Industry in Sri
Lanka Challenges, Prospects and Strategies. Staff
Studies, 33(1). http://doi:10.4038/ss.v33i1.1246.
Farooqui, M. R. & Ahmed, M. (2013). Why Workers
Switch Industry? The Case of Textile Industry of
Pakistan. Asian Journal of Business Management,
5(1) 130-139

Gabriel, D. (2015). Cambodia’s garment works
facing new problems as wages rise. News Report.
Retrieved  March 2019,  fromhttps://p.dw.co
m/p/1Ep61.

Gavranovic, A. (2018). How to deal with new
challenges? Economic, technological and social
aspects of the textile and clothing industry, Text
Leath Review 1 (1), 29-33.

Hancock, P., Carastathis, G., Georgiou, J. &
Oliveira, M. (2015). Female workers in the textile and
garment sectors in Sri Lankan Export Processing
Zones (EPZs): gender dimensions and working
conditions. Sri Lanka Journal of Social Sciences 38
(1): 63-77.http://dx.doi.org/10.4038/sljss.v38i1.7386.
Industry ~ Capability  Report.  (2017).  Export
Development Board (EDB), Sri Lanka., p. 8.

Institute of Policy Studies. (2005). South Asia After
the quota, Impact of the MFA system, Sri Lanka.
Kelegama, S., & Epaarachchi (2003). Ready-made
garment industry in Sri Lanka: facing the global
challenge. Institute of policy studies, Colombo.
Kottawatta, K. (2013). Impact of Attitudinal Factors
on Job Performance of Executives and Non-
Executive Employees in the Apparel Industry in Sri
Lanka. Sri Lankan Journal of Human Resource
Management, 1 (1). http://doi:10.4038/sljhrm.v1
i1.5111.

Liyanage, D. & Galhena, B. (2014). Determinants of
Turnover Intention of Sewing Machine Operators:
Case from leading Apparel Company. Kelaniya

© 2020 Global Journals

17.

18.

19.

20.

21.

22.

283.

24,

25.

26.

27.

Journal  of Management, 1(2), pp.107-123.
DOI: http://doi.org/10.4038/kjm.v1i2.6535.

Lohari, A.G., & Gopal, K. B. (2013). An overview of
HR challenges and opportunities in the textile
industry: Current scenario, International Journal of
Human Resource Management and Research
(IJHRMR), 3 (1), 131-136.

Mathis, R. B., & Jackson, J. H. (2007). Human
Resource Management (10th ed.). Singapore:
Thomson Asia Pty Ltd.

Mc Mullen, A., & Majumder, M. (2016). Do we buy?
A supply chain investigation into living wage
commitments from M&S and H&M. Labour behind
the Lable, Eston Business Centre.

Michtell, T. R., & Lee, T. W. (2001). The unfolding
model  of  voluntary  turnover and  job
embeddedness: Foundations for a comprehensive
theory of attachment. Research in Organizational
behaviour. 24, 189-246. https://doi.org/10.10
16/50191-3085(01)23006-8.

Natsuda, K., Goto, K., & Thoburn, J. (2010).
Challenges to the Cambodian Garment Industry in
the Global Garment Value Chain. The European
Journal of Development Research, Palgrave
Macmillan; European Association of Development
Research and Training Institutes (EADI), 22(4), 469-
493.

Ranaweera, H., (2014). Uplifting Sri Lankan Apparel
Industry through Innovation Management to Face the
challenges in the post MFA Era. University of
Moratuwa, Sri Lanka.

Samarasinghe, N., Ariyadurai, S. A., & Perera, M. E.
R. (2015). Facing the Future Challenges of the Sri
Lankan Apparel Industry: An Approach based on
Porter's Diamond Model for the Competitive
Advantage of Nations. Journal of Engineering and
Technology of the Open University of Sri Lanka, 3(1),
2279-2627.

Shamsuzzoha, A. H. M., & Shumon, R. H. (2010).
Employee turnover: A study of its causes and
effects to different industries in Bangladesh.
International Journal of Humanities and Social
Science (Special Issue), 64-68. https://www.resea
rchgate.net/publication/307545809.

Sikdar, M. M. H., Shakar, M. S. K.,& Sadeka (2014).
Socio-Economic Conditions of the Female Garment
Workers in the Capital City of Bangladesh.
International Journal of Humanities and Social
Science. 4(3), 175-179.

Silverman, D. (2013). Doing qualitative research: A
practical handbook. Thousand Oaks, CA: Sage.
Thammita, U., Seedevi, B., Jayarathne, D,
Welianga, A., & Madushanka, L. (2010). A Study of
Employee Absenteeism in the Apparel Industry.
Human Resources Management Journal, | (I), 91-
108.


http://www.regent.edu/acad/global/publications/jsl�
http://www.regent.edu/acad/global/publications/jsl�
http://www.regent.edu/acad/global/publications/jsl�
http://www.scholarsworld.net/�
http://doi:10.4038/ss.v33i1.1246�
http://dx.doi.org/10.4038/sljss.v38i1.7386�
http://doi:10.4038/sljhrm.v1%20i1.5111�
http://doi:10.4038/sljhrm.v1%20i1.5111�
http://doi.org/10.4038/kjm.v1i2.6535�
https://doi.org/10.10%2016/S0191-3085(01)23006-8�
https://doi.org/10.10%2016/S0191-3085(01)23006-8�
https://ideas.repec.org/a/pal/eurjdr/v22y2010i4p469-493.html�
https://ideas.repec.org/a/pal/eurjdr/v22y2010i4p469-493.html�
https://ideas.repec.org/s/pal/eurjdr.html�
https://ideas.repec.org/s/pal/eurjdr.html�
https://ideas.repec.org/s/pal/eurjdr.html�

28.

29.

30.

31.

32.

Thatshayini, P., & Rajini, P. A D. (2018).
Occupational safety and health hazards of the
apparel sector: perspective of Northern Province
employees of Sri Lanka.Journal of Business
Studies, 5(1), 26-47. http://doi.org/10.4038/jbs.v5i
1.23.

The Garment Industry in Sri Lanka. (2018-2019,)
Retrieved  March 2019, from  http://www
.ukessays.com/essays/economics/the-garment.
Thilakarathne, W. (2006). Phasing Out of MFA and
the Emerging Trends in the Readymade Garments
Industry in Sri Lanka, 1-30.

Ullah, N. M. A S, & Rahuman, H. (2013).
Compliance management practices on readymade
garment industry in Bangladesh: An exclusive study.
In 9" Asian Business Research Conference, B.I.A.M
Foundation, Dhaka, Bangladesh, 1-9.

Yu Ru Hsu (2011). Work-family conflict and job
satisfaction in stressful working environments: The
moderating roles of perceived supervisor support
and internal locus of control. International Journal of
Manpower.32,233248.http://doi: 10.1108/014377211
11130224

© 2020 Global Journals

Global Journal of Management and Business Research ( A ) Volume XX Issue II Version | E Year 2020


http://doi.org/10.4038/jbs.v5i%201.23�
http://doi.org/10.4038/jbs.v5i%201.23�
https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.1108%2F01437721111130224?_sg%5B0%5D=eNjVck42J2BhZg29g4QBjx3hhc_Lk2k84hZ4AMmNjWjOckM6wSHjSvBDEhdVxXG-OURj5ac129GkvxqmeF2zFHuR7w.xIq42bd4XlaU3CvniHLgqXsISipeOhbHXpThty-khuXD-X6y10iA7LKS6chI5vBV22AKSdN1H40N_vGSCAmGQw�
https://www.researchgate.net/deref/http%3A%2F%2Fdx.doi.org%2F10.1108%2F01437721111130224?_sg%5B0%5D=eNjVck42J2BhZg29g4QBjx3hhc_Lk2k84hZ4AMmNjWjOckM6wSHjSvBDEhdVxXG-OURj5ac129GkvxqmeF2zFHuR7w.xIq42bd4XlaU3CvniHLgqXsISipeOhbHXpThty-khuXD-X6y10iA7LKS6chI5vBV22AKSdN1H40N_vGSCAmGQw�

GLOBAL JOURNALS GUIDELINES HANDBOOK 2020

WWW.GLOBALJOURNALS.ORG



MEMBERSHIPS

FELLOWS/ASSOCIATES OF MANAGEMENT AND BUSINESS RESEARCH COUNCIL
FMBRC/AMBRC MEMBERSHIPS

INTRODUCTION

FMBRC/AMBRC is the most prestigious membership of Global
Journals accredited by Open Association of Research Society,
U.S.A (OARS). The credentials of Fellow and Associate
designations signify that the researcher has gained the
knowledge of the fundamental and high-level concepts, and is a
subject matter expert, proficient in an expertise course covering
the professional code of conduct, and follows recognized
standards of practice. The credentials are designated only to the
researchers, scientists, and professionals that have been
selected by a rigorous process by our Editorial Board and
Management Board.

Associates of FMBRC/AMBRC are scientists and researchers
from around the world are working on projects/researches
that have huge potentials. Members support Global Journals’
mission to advance technology for humanity and the
profession.

FMBRC

FELLOW OF MANAGEMENT AND BUSINESS RESEARCH COUNCIL

FELLOW OF MANAGEMENT AND BUSINESS RESEARCH COUNCIL is the most prestigious membership of Global
Journals. It is an award and membership granted to individuals that the Open Association of Research Society
judges to have made a 'substantial contribution to the improvement of computer science, technology, and
electronics engineering.

The primary objective is to recognize the leaders in research and scientific fields of the current era with a global
perspective and to create a channel between them and other researchers for better exposure and knowledge
sharing. Members are most eminent scientists, engineers, and technologists from all across the world. Fellows are
elected for life through a peer review process on the basis of excellence in the respective domain. There is no limit
on the number of new nominations made in any year. Each year, the Open Association of Research Society elect
up to 12 new Fellow Members.
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BENEFIT

TO THE INSTITUTION
GET LETTER OF APPRECIATION

Global Journals sends a letter of appreciation of author to the Dean or CEO of the University or Company of which
author is a part, signed by editor in chief or chief author.

" EXCLUSIVE NETWORK
GET ACCESS TO A CLOSED NETWORK

‘?' - A FMBRC member gets access to a closed network of Tier 1 researchers and
t; scientists with direct communication channel through our website. Fellows can
~ reach out to other members or researchers directly. They should also be open to

reaching out by other.
CERTIFICATE

CERTIFICATE, LOR AND LASER-MOMENTO

Fellows receive a printed copy of a certificate signed by our Chief Author that may
be used for academic purposes and a personal recommendation letter to the dean

of member's university.
Credibility Reputation

DESIGNATION
GET HONORED TITLE OF MEMBERSHIP

Fellows can use the honored title of membership. The “FMBRC” is an honored title
which is accorded to a person’s name viz. Dr. John E. Hall, Ph.D., FMBRC or

William Walldroff, M.S., FMBRC.

RECOGNITION ON THE PLATFORM
BETTER VISIBILITY AND CITATION

All the Fellow members of FMBRC get a badge of 'Leading Member of Global Journals" on the Research
Community that distinguishes them from others. Additionally, the profile is also partially maintained by our team for
better visibility and citation. All fellows get a dedicated page on the website with their biography.
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FUTURE WORK

GET DISCOUNTS ON THE FUTURE PUBLICATIONS
Fellows receive discounts on future publications with Global Journals up to 60%. Through our recommendation
programs, members also receive discounts on publications made with OARS affiliated organizations.

GJ ACCOUNT
UNLIMITED FORWARD OF EMAILS

Fellows get secure and fast GJ work emails with unlimited forward of emails that
they may use them as their primary email. For example,

john [AT] globaljournals [DOT] org.

PREMIUM TOOLS
ACCESS TO ALL THE PREMIUM TOOLS

To take future researches to the zenith, fellows receive access to all the premium
tools that Global Journals have to offer along with the partnership with some of the

! best marketing leading tools out there.

CONFERENCES & EVENTS

ORGANIZE SEMINAR/CONFERENCE

Fellows are authorized to organize symposium/seminar/conference on behalf of Global Joumnal Incorporation
(USA). They can also participate in the same organized by another institution as representative of Global Journal.
In both the cases, it is mandatory for him to discuss with us and obtain our consent. Additionally, they get free

research conferences (and others) alerts.

EARLY INVITATIONS

EARLY INVITATIONS TO ALL THE SYMPOSIUMS, SEMINARS, CONFERENCES
All fellows receive the early invitations to all the symposiums, seminars, conferences and webinars hosted by

Global Journals in their subject.
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PUBLISHING ARTICLES & BOOKS

EARN 60% OF SALES PROCEEDS

| Fellows can publish articles (limited) without any fees. Also, they can earn up to
70% of sales proceeds from the sale of reference/review
books/literature/publishing of research paper. The FMBRC member can decide its

price and we can help in making the right decision.

REVIEWERS
GET A REMUNERATION OF 15% OF AUTHOR FEES

Fellow members are eligible to join as a paid peer reviewer at Global Journals Incorporation (USA) and can get a
remuneration of 15% of author fees, taken from the author of a respective paper.

ACCESS TO EDITORIAL BOARD

BECOME A MEMBER OF THE EDITORIAL BOARD

Fellows may join as a member of the Editorial Board of Global Journals Incorporation (USA) after successful
completion of three years as Fellow and as Peer Reviewer. Additionally, Fellows get a chance to nominate other

members for Editorial Board.

AND MUCH MORE
GET ACCESS TO SCIENTIFIC MUSEUMS AND OBSERVATORIES ACROSS THE GLOBE

All members get access to 5 selected scientific museums and observatories across the globe. All researches
published with Global Journals will be kept under deep archival facilities across regions for future protections and
disaster recovery. They get 10 GB free secure cloud access for storing research files.
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ASSOCIATE OF MANAGEMENT AND BUSINESS RESEARCH COUNCIL

ASSOCIATE OF MANAGEMENT AND BUSINESS RESEARCH COUNCIL is the membership of Global Journals
awarded to individuals that the Open Association of Research Society judges to have made a 'substantial
contribution to the improvement of computer science, technology, and electronics engineering.

The primary objective is to recognize the leaders in research and scientific fields of the current era with a global
perspective and to create a channel between them and other researchers for better exposure and knowledge
sharing. Members are most eminent scientists, engineers, and technologists from all across the world. Associate
membership can later be promoted to Fellow Membership. Associates are elected for life through a peer review
process on the basis of excellence in the respective domain. There is no limit on the number of new nominations
made in any year. Each year, the Open Association of Research Society elect up to 12 new Associate Members.
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BENEFIT

TO THE INSTITUTION
GET LETTER OF APPRECIATION

Global Journals sends a letter of appreciation of author to the Dean or CEO of the University or Company of which
author is a part, signed by editor in chief or chief author.

© EXCLUSIVE NETWORK

GET ACCESS TO A CLOSED NETWORK
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‘ ! - A AMBRC member gets access to a closed network of Tier 2 researchers and
~ scientists with direct communication channel through our website. Associates can
reach out to other members or researchers directly. They should also be open to

reaching out by other.

CERTIFICATE

CERTIFICATE, LOR AND LASER-MOMENTO
Associates receive a printed copy of a certificate signed by our Chief Author that
may be used for academic purposes and a personal recommendation letter to the

dean of member's university.
Credibility Reputation

DESIGNATION

GET HONORED TITLE OF MEMBERSHIP
Associates can use the honored title of membership. The “AMBRC” is an honored
title which is accorded to a person’s name viz. Dr. John E. Hall, Ph.D., AMBRC or

William Walldroff, M.S., AMBRC.

RECOGNITION ON THE PLATFORM
BETTER VISIBILITY AND CITATION

All the Associate members of ASFRC get a badge of "Leading Member of Global Journals" on the Research
Community that distinguishes them from others. Additionally, the profile is also partially maintained by our team for
better visibility and citation. All associates get a dedicated page on the website with their biography.
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FUTURE WORK

GET DISCOUNTS ON THE FUTURE PUBLICATIONS

Associates receive discounts on the future publications with Global Journals up to 60%. Through our
recommendation programs, members also receive discounts on publications made with OARS affiliated
organizations.

GJ ACCOUNT
UNLIMITED FORWARD OF EMAILS

Associates get secure and fast GJ work emails with 5GB forward of emails that
they may use them as their primary email. For example,

john [AT] globaljournals [DOT] org..

PREMIUM TOOLS
ACCESS TO ALL THE PREMIUM TOOLS

To take future researches to the zenith, fellows receive access to almost all the
premium tools that Global Journals have to offer along with the partnership with

1 some of the best marketing leading tools out there.

CONFERENCES & EVENTS
ORGANIZE SEMINAR/CONFERENCE

Associates are authorized to organize symposium/seminar/conference on behalf of Global Journal Incorporation
(USA). They can also patrticipate in the same organized by another institution as representative of Global Journal.
In both the cases, it is mandatory for him to discuss with us and obtain our consent. Additionally, they get free

research conferences (and others) alerts.

EARLY INVITATIONS
EARLY INVITATIONS TO ALL THE SYMPOSIUMS, SEMINARS, CONFERENCES

All associates receive the early invitations to all the symposiums, seminars, conferences and webinars hosted by

Global Journals in their subjec.
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PUBLISHING ARTICLES & BOOKS
| EARN 60% OF SALES PROCEEDS

|
Associates can publish articles (limited) without any fees. Also, they can earn up to
30-40% of sales proceeds from the sale of reference/review

books/literature/publishing of research paper.

REVIEWERS
GET A REMUNERATION OF 15% OF AUTHOR FEES

Fellow members are eligible to join as a paid peer reviewer at Global Journals Incorporation (USA) and can get a

remuneration of 15% of author fees, taken from the author of a respective paper.

Financial

AND MUCH MORE
GET ACCESS TO SCIENTIFIC MUSEUMS AND OBSERVATORIES ACROSS THE GLOBE

All members get access to 2 selected scientific museums and observatories across the globe. All researches
published with Global Journals will be kept under deep archival facilities across regions for future protections and
disaster recovery. They get 5 GB free secure cloud access for storing research files.
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PREFERRED AUTHOR GUIDELINES

We accept the manuscript submissions in any standard (generic) format.

We typeset manuscripts using advanced typesetting tools like Adobe In Design, CorelDraw, TeXnicCenter, and TeXStudio.
We usually recommend authors submit their research using any standard format they are comfortable with, and let Global
Journals do the rest.

Alternatively, you can download our basic template from https://globaljournals.org/Template.zip

Authors should submit their complete paper/article, including text illustrations, graphics, conclusions, artwork, and tables.
Authors who are not able to submit manuscript using the form above can email the manuscript department at
submit@globaljournals.org or get in touch with chiefeditor@globaljournals.org if they wish to send the abstract before
submission.

BEFORE AND DURING SUBMISSION

Authors must ensure the information provided during the submission of a paper is authentic. Please go through the
following checklist before submitting:

1. Authors must go through the complete author guideline and understand and agree to Global Journals' ethics and code
of conduct, along with author responsibilities.

2. Authors must accept the privacy policy, terms, and conditions of Global Journals.

Ensure corresponding author’s email address and postal address are accurate and reachable.

4. Manuscript to be submitted must include keywords, an abstract, a paper title, co-author(s') names and details (email
address, name, phone number, and institution), figures and illustrations in vector format including appropriate
captions, tables, including titles and footnotes, a conclusion, results, acknowledgments and references.

5. Authors should submit paper in a ZIP archive if any supplementary files are required along with the paper.

Proper permissions must be acquired for the use of any copyrighted material.

7. Manuscript submitted must not have been submitted or published elsewhere and all authors must be aware of the
submission.

w

o

Declaration of Conflicts of Interest

It is required for authors to declare all financial, institutional, and personal relationships with other individuals and
organizations that could influence (bias) their research.

PoLiCY ON PLAGIARISM
Plagiarism is not acceptable in Global Journals submissions at all.

Plagiarized content will not be considered for publication. We reserve the right to inform authors’ institutions about
plagiarism detected either before or after publication. If plagiarism is identified, we will follow COPE guidelines:

Authors are solely responsible for all the plagiarism that is found. The author must not fabricate, falsify or plagiarize
existing research data. The following, if copied, will be considered plagiarism:

e  Words (language)

e Ideas

e Findings

e  Writings

e Diagrams

e Graphs

e lllustrations

e |lectures
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e  Printed material

e  Graphic representations
e Computer programs

e  Electronic material

e Any other original work

AUTHORSHIP POLICIES

Global Journals follows the definition of authorship set up by the Open Association of Research Society, USA. According to
its guidelines, authorship criteria must be based on:

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

Changes in Authorship

The corresponding author should mention the name and complete details of all co-authors during submission and in
manuscript. We support addition, rearrangement, manipulation, and deletions in authors list till the early view publication
of the journal. We expect that corresponding author will notify all co-authors of submission. We follow COPE guidelines for
changes in authorship.

Copyright

During submission of the manuscript, the author is confirming an exclusive license agreement with Global Journals which
gives Global Journals the authority to reproduce, reuse, and republish authors' research. We also believe in flexible
copyright terms where copyright may remain with authors/employers/institutions as well. Contact your editor after
acceptance to choose your copyright policy. You may follow this form for copyright transfers.

Appealing Decisions

Unless specified in the notification, the Editorial Board’s decision on publication of the paper is final and cannot be
appealed before making the major change in the manuscript.

Acknowledgments

Contributors to the research other than authors credited should be mentioned in Acknowledgments. The source of funding
for the research can be included. Suppliers of resources may be mentioned along with their addresses.

Declaration of funding sources

Global Journals is in partnership with various universities, laboratories, and other institutions worldwide in the research
domain. Authors are requested to disclose their source of funding during every stage of their research, such as making
analysis, performing laboratory operations, computing data, and using institutional resources, from writing an article to its
submission. This will also help authors to get reimbursements by requesting an open access publication letter from Global
Journals and submitting to the respective funding source.

PREPARING YOUR MANUSCRIPT

Authors can submit papers and articles in an acceptable file format: MS Word (doc, docx), LaTeX (.tex, .zip or .rar including
all of your files), Adobe PDF (.pdf), rich text format (.rtf), simple text document (.txt), Open Document Text (.odt), and
Apple Pages (.pages). Our professional layout editors will format the entire paper according to our official guidelines. This is
one of the highlights of publishing with Global Journals—authors should not be concerned about the formatting of their
paper. Global Journals accepts articles and manuscripts in every major language, be it Spanish, Chinese, Japanese,
Portuguese, Russian, French, German, Dutch, Italian, Greek, or any other national language, but the title, subtitle, and
abstract should be in English. This will facilitate indexing and the pre-peer review process.

The following is the official style and template developed for publication of a research paper. Authors are not required to
follow this style during the submission of the paper. It is just for reference purposes.
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Manuscript Style Instruction (Optional)

e  Microsoft Word Document Setting Instructions.

e  Font type of all text should be Swis721 Lt BT.

e Pagesize: 8.27" x 11", left margin: 0.65, right margin: 0.65, bottom margin: 0.75.

e  Paper title should be in one column of font size 24.

e Author name in font size of 11 in one column.

e  Abstract: font size 9 with the word “Abstract” in bold italics.

e  Main text: font size 10 with two justified columns.

e Two columns with equal column width of 3.38 and spacing of 0.2.

e  First character must be three lines drop-capped.

e The paragraph before spacing of 1 pt and after of 0 pt.

e Line spacing of 1 pt.

e Large images must be in one column.

e The names of first main headings (Heading 1) must be in Roman font, capital letters, and font size of 10.
e The names of second main headings (Heading 2) must not include numbers and must be in italics with a font size of 10.

Structure and Format of Manuscript

The recommended size of an original research paper is under 15,000 words and review papers under 7,000 words.
Research articles should be less than 10,000 words. Research papers are usually longer than review papers. Review papers
are reports of significant research (typically less than 7,000 words, including tables, figures, and references)

A research paper must include:

a) Atitle which should be relevant to the theme of the paper.

b) A summary, known as an abstract (less than 150 words), containing the major results and conclusions.

c) Up to 10 keywords that precisely identify the paper’s subject, purpose, and focus.

d) Anintroduction, giving fundamental background objectives.

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.
f)  Results which should be presented concisely by well-designed tables and figures.
g) Suitable statistical data should also be given.
h) All data must have been gathered with attention to numerical detail in the planning stage.

Design has been recognized to be essential to experiments for a considerable time, and the editor has decided that any
paper that appears not to have adequate numerical treatments of the data will be returned unrefereed.

i)  Discussion should cover implications and consequences and not just recapitulate the results; conclusions should also
be summarized.

j)  There should be brief acknowledgments.

k) There ought to be references in the conventional format. Global Journals recommends APA format.

Authors should carefully consider the preparation of papers to ensure that they communicate effectively. Papers are much
more likely to be accepted if they are carefully designed and laid out, contain few or no errors, are summarizing, and follow
instructions. They will also be published with much fewer delays than those that require much technical and editorial
correction.

The Editorial Board reserves the right to make literary corrections and suggestions to improve brevity.
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FORMAT STRUCTURE

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

All manuscripts submitted to Global Journals should include:
Title

The title page must carry an informative 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) where the work was carried out.

Author details
The full postal address of any related author(s) must be specified.
Abstract

The abstract is the foundation of the research paper. It should be clear and concise and must contain the objective of the
paper and inferences drawn. It is advised to not include big mathematical equations or complicated jargon.

Many researchers searching for information online will use search engines such as Google, Yahoo or others. By optimizing
your paper for search engines, you will amplify the chance of someone finding it. In turn, this will make it more likely to be
viewed and cited in further works. Global Journals has compiled these guidelines to facilitate you to maximize the web-
friendliness of the most public part of your paper.

Keywords

A major lynchpin of research work for the writing of research papers is the keyword search, which one will employ to find
both library and internet resources. Up to eleven keywords or very brief phrases have to be given to help data retrieval,
mining, and indexing.

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

Choice of the main keywords is the first tool of writing a research paper. Research paper writing is an art. Keyword search
should be as strategic as possible.

One should start brainstorming lists of potential keywords before even beginning 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 a
research paper?” Then consider synonyms for the important words.

It may take the discovery of only one important paper to steer in the right keyword direction because, in most databases,
the keywords under which a research paper is abstracted are listed with the paper.

Numerical Methods

Numerical methods used should be transparent and, where appropriate, supported by references.

Abbreviations

Authors must list all the abbreviations used in the paper at the end of the paper or in a separate table before using them.
Formulas and equations

Authors are advised to submit any mathematical equation using either MathJax, KaTeX, or LaTeX, or in a very high-quality
image.

Tables, Figures, and Figure Legends

Tables: Tables should be 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. Authors must submit tables in an editable
format and not as images. References to these tables (if any) must be mentioned accurately.
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Figures

Figures are supposed to be submitted as separate files. Always include a citation in the text for each figure using Arabic
numbers, e.g., Fig. 4. Artwork must be submitted online in vector electronic form or by emailing it.

PREPARATION OF ELETRONIC FIGURES FOR PUBLICATION

Although low-quality images are sufficient for review purposes, print publication requires high-quality images to prevent
the final product being blurred or fuzzy. Submit (possibly by e-mail) EPS (line art) or TIFF (halftone/ photographs) files only.
MS PowerPoint and Word Graphics are unsuitable for printed pictures. Avoid using pixel-oriented software. Scans (TIFF
only) should have a resolution of at least 350 dpi (halftone) or 700 to 1100 dpi (line drawings). 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: Authors are advised 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. Also, you can email your editor to remove the
color fee after acceptance of the paper.

TIPS FOR WRITING A GOOD QUALITY MANAGEMENT RESEARCH PAPER
Techniques for writing a good quality management and business research paper:

1. Choosing the topic: In most cases, the topic is selected by the interests of the author, but it can also be suggested by the
guides. You can have several topics, and then judge which you are most comfortable with. This may be done by asking
several questions of yourself, like "Will | be able to carry out a search in this area? Will | find all necessary resources to
accomplish the search? Will | be able to find all information in this field area?" If the answer to this type of question is
"yes," then you ought to choose that topic. In most cases, you may have to conduct surveys and visit several places. Also,
you might have to do a lot of work to find all the rises and falls of the various data on that subject. Sometimes, detailed
information plays a vital role, instead of short information. Evaluators are human: The first thing to remember is that
evaluators are also human beings. They are not only meant for rejecting a paper. They are here to evaluate your paper. So
present your best aspect.

2. Think like evaluators: If you are in confusion or getting demotivated because your paper may not be accepted by the
evaluators, then think, and try to evaluate your paper like an evaluator. Try to understand what an evaluator wants in your
research paper, and you will automatically have your answer. 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.

3. Ask your guides: If you are having any difficulty with your research, then do not hesitate to share your difficulty with
your guide (if you have one). They will surely help you out and resolve your doubts. If you can't clarify what exactly you
require for your work, then ask your supervisor to help you with an alternative. He or she might also provide you with a list
of essential readings.

4. Use of computer is recommended: As you are doing research in the field of management and business then this point is
quite obvious. Use right software: Always use good quality software packages. If you are not capable of judging good
software, then you can lose the quality of your paper unknowingly. There are various programs available to help you which
you can get through the internet.

5. Use the internet for help: An excellent start for your paper is using Google. It is a wondrous search engine, where you
can have your doubts resolved. You may also read some answers for the frequent question of how to write your research
paper or find a model research paper. You can download books from the internet. If you have all the required books, place
importance on reading, selecting, and analyzing the specified information. Then sketch out your research paper. Use big
pictures: You may use encyclopedias like Wikipedia to get pictures with the best resolution. At Global Journals, you should
strictly follow here.

. © Copyright by Global Journals | Guidelines Handbook

XV



6. Bookmarks are useful: When you read any book or magazine, you generally use bookmarks, right? It is a good habit
which helps to not lose your continuity. You should always use bookmarks while searching on the internet also, which will
make your search easier.

7. Revise what you wrote: When you write anything, always read it, summarize it, and then finalize it.

8. Make every effort: Make every effort to mention what you are going to write in your paper. That means always have a
good start. Try to mention everything in the introduction—what is the need for a particular research paper. Polish your
work with good writing skills and always give an evaluator what he wants. Make backups: When you are going to do any
important thing like making a research paper, you should always have backup copies of it either on your computer or on
paper. This protects you from losing any portion of your important data.

9. Produce good diagrams of your own: Always try to include good charts or diagrams in your paper to improve quality.
Using several unnecessary diagrams will degrade the quality of your paper by creating a hodgepodge. So always try to
include diagrams which were made by you to improve the readability of your paper. Use of direct quotes: When you do
research relevant to literature, history, or current affairs, then use of quotes becomes essential, but if the study is relevant
to science, use of quotes is not preferable.

10. Use proper verb tense: Use proper verb tenses in your paper. Use past tense to present those events that have
happened. Use present tense to indicate events that are going on. Use future tense to indicate events that will happen in
the future. Use of wrong tenses will confuse the evaluator. Avoid sentences that are incomplete.

11. Pick a good study spot: Always try to pick a spot for your research which is quiet. Not every spot is good for studying.

12. Know what you know: Always try to know what you know by making objectives, otherwise you will be confused and
unable to achieve your target.

13. Use good grammar: Always use good grammar and words that will have a positive impact on the evaluator; use of
good vocabulary does not mean using tough words which the evaluator has to find in a dictionary. Do not fragment
sentences. Eliminate one-word sentences. Do not ever use a big word when a smaller one would suffice.

Verbs have to be in agreement with their subjects. In a research paper, do not start sentences with conjunctions or finish
them with prepositions. When writing formally, it is advisable to never split an infinitive because someone will (wrongly)
complain. Avoid clichés like a disease. Always shun irritating alliteration. Use language which is simple and straightforward.
Put together a neat summary.

14. 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 for your topic. You may also maintain
your arguments with records.

15. Never start at the last minute: Always allow enough time for research work. Leaving everything to the last minute will
degrade your paper and spoil your work.

16. Multitasking in research is not good: Doing several things at the same time is a bad habit in the case of research
activity. Research is an area where everything has a particular time slot. Divide your research work into parts, and do a
particular part in a particular time slot.

17. Never copy others' work: Never copy others' work and give it your name because if the evaluator has seen it anywhere,
you will be in trouble. Take proper rest and food: No matter how many hours you spend on your research activity, if you
are not taking care of your health, then all your efforts will have been in vain. For quality research, take proper rest and
food.

18. Go to seminars: Attend seminars if the topic is relevant to your research area. Utilize all your resources.

19. Refresh your mind after intervals: Try to give your mind a rest by listening to soft music or sleeping in intervals. This
will also improve your memory. Acquire colleagues: Always try to acquire colleagues. No matter how sharp you are, if you
acquire colleagues, they can give you ideas which will be helpful to your research.

20. Think technically: Always think technically. If anything happens, search for its reasons, benefits, and demerits. Think
and then print: When you go to print your paper, check that tables are not split, headings are not detached from their
descriptions, and page sequence is maintained.
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21. Adding unnecessary information: Do not add unnecessary information like "I have used MS Excel to draw graphs."
Irrelevant and inappropriate material is superfluous. Foreign terminology and phrases are not apropos. One should never
take a broad view. Analogy is like feathers on a snake. Use words properly, regardless of how others use them. Remove
quotations. Puns are for kids, not grunt readers. Never oversimplify: When adding material to your research paper, never
go for oversimplification; this will definitely irritate the evaluator. Be specific. Never use rhythmic redundancies.
Contractions shouldn't be used in a research paper. Comparisons are as terrible as clichés. Give up ampersands,
abbreviations, and so on. Remove commas that are not necessary. Parenthetical words should be between brackets or
commas. Understatement is always the best way to put forward earth-shaking thoughts. Give a detailed literary review.

22. Report concluded results: Use concluded results. From raw data, filter the results, and then conclude your studies
based on measurements and observations taken. An appropriate number of decimal places should be used. Parenthetical
remarks are prohibited here. Proofread carefully at the final stage. At the end, give an outline to your arguments. Spot
perspectives of further study of the subject. Justify your conclusion at the bottom sufficiently, which will probably include
examples.

23. Upon 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 for 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 of your research.

INFORMAL GUIDELINES OF RESEARCH PAPER WRITING
Key points to remember:

e Submit all work in its final form.
e Write your paper in the form which is presented in the guidelines using the template.
e  Please note the criteria peer reviewers will use for grading the final paper.

Final points:

One purpose of organizing a research paper is to let people interpret your efforts selectively. The journal requires the
following sections, submitted in the order listed, with each section starting on a new page:

The introduction: This will be compiled from reference matter and reflect the design processes or outline of basis that
directed you to make a study. As you carry out the process of study, the method and process section will be constructed
like that. The results segment will show related statistics in nearly sequential order and direct reviewers to similar
intellectual paths throughout the data that you gathered to carry out your study.

The discussion section:

This will provide understanding of the data and projections as to the implications of the results. The use of good quality
references throughout the paper will give the effort trustworthiness by representing an alertness to prior workings.

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 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 avoid:

e Insertion of a title at the foot of a page with subsequent text on the next page.

e Separating a table, chart, or figure—confine each to a single page.

e  Submitting a manuscript with pages out of sequence.

e In every section of your document, use standard writing style, including articles ("a" and "the").
e Keep paying attention to the topic of the paper.

. © Copyright by Global Journals | Guidelines Handbook

XVI



e Use paragraphs to split each significant point (excluding the abstract).

e Align the primary line of each section.

e Present your points in sound order.

e Use present tense to report well-accepted matters.

e Use past tense to describe specific results.

e Do not use familiar wording; don't address the reviewer directly. Don't use slang or superlatives.
e Avoid use of extra pictures—include only those figures essential to presenting results.

Title page:

Choose a revealing title. It should be short and include the name(s) and address(es) of all authors. It should not have
acronyms or abbreviations or exceed two printed lines.

Abstract: This summary should be two hundred words or less. It should clearly and briefly explain the key findings reported
in the manuscript and must have precise statistics. It should not have acronyms or abbreviations. It should be logical in
itself. Do not cite 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 approaches 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. Use comprehensive sentences, and do not sacrifice readability
for brevity; you can maintain it succinctly by phrasing sentences so that they provide more than a lone rationale. The
author can at this moment go straight to shortening the outcome. Sum up the study with the subsequent elements in any
summary. Try to limit the initial two items to no more than one line each.

Reason for writing the article—theory, overall issue, purpose.

e Fundamental goal.

e To-the-point depiction of the research.

e Consequences, including definite statistics—if the consequences are quantitative in nature, account for this; results of
any numerical analysis should be reported. Significant conclusions or questions that emerge from the research.

Approach:

0 Single section and succinct.

An outline of the job done is always written in past tense.

Concentrate on shortening results—limit background information to a verdict or two.

Exact spelling, clarity 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.

O O O

Introduction:

The introduction should "introduce" the manuscript. The reviewer should be presented with sufficient background
information to be capable of comprehending and calculating the purpose of your study without having to refer to other
works. The basis for the study should be offered. Give the most important references, but avoid making a comprehensive
appraisal of the topic. Describe the problem visibly. If the problem is not acknowledged in a logical, reasonable way, the
reviewer will give no attention to your results. Speak in common terms about techniques used to explain the problem, if
needed, but do not present any particulars about the protocols here.

The following approach can create a valuable beginning:

0 Explain the value (significance) of the study.

0 Defend the model—why did you employ this particular system or method? What is its compensation? Remark upon
its appropriateness from an abstract point of view as well as pointing out sensible reasons for using it.

0 Present a justification. State your particular theory(-ies) or aim(s), and describe the logic that led you to choose
them.

0 Briefly explain the study's tentative purpose and how it meets the declared objectives.
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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 for every section. If you make the four points listed above, you
will need at least four paragraphs. Present surrounding information only when it is necessary to support a situation. The
reviewer does not desire to read everything you know about a topic. Shape the theory 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 soundly written procedures segment allows a
capable scientist to replicate 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 to give the least amount of information that would permit
another capable scientist to replicate 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 section, mention the specific item describing the way,
but draw the basic principle while stating the situation. The purpose is to show 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:
Materials may be reported in part of a section or else they may be recognized along with your measures.
Methods:

0 Report the method and not the particulars of each process that engaged the same methodology.

0 Describe the method entirely.

0 To be succinct, present methods under headings dedicated to specific dealings or groups of measures.

0 Simplify—detail how procedures were completed, not how they were performed on a particular day.

0 If well-known procedures were used, account for the procedure by name, possibly with a reference, and that's all.
Approach:

It is embarrassing to use vigorous voice when documenting methods without using first person, which would focus the
reviewer's interest on the researcher rather than the job. As a result, when writing up the methods, most authors use third
person passive voice.

Use standard style in this and every other part of the paper—avoid familiar lists, and use full sentences.
What to keep away from:

0 Resources and methods are not a set of information.
0 Skip all descriptive information and surroundings—save it for the argument.
0 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 as 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. Use statistics and tables, if suitable, to
present consequences most efficiently.

You must clearly differentiate material which would usually be incorporated in a study editorial from any unprocessed data
or additional appendix matter that would not be available. In fact, such matters should not be submitted at all except if
requested by the instructor.
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Content:

0 Sum up your conclusions in text and demonstrate them, if suitable, with figures and tables.

In the manuscript, explain each of your consequences, and point the reader to remarks that are most appropriate.

Present a background, such as by describing the question that was addressed by creation of an exacting study.

Explain results of control experiments and give remarks that are not accessible in a prescribed figure or table, if

appropriate.

0 Examine your data, then prepare the analyzed (transformed) data in the form of a figure (graph), table, or
manuscript.

o oo

What to stay away from:

0 Do not discuss or infer your outcome, report surrounding information, or try to explain anything.

0 Do notinclude raw data or intermediate calculations in a research manuscript.
0 Do not present similar data more than once.
0 A manuscript should complement any figures or tables, not duplicate information.
0 Never confuse figures with tables—there is a difference.
Approach:

As always, use past tense when you submit 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 section.
Figures and tables:

If you put figures and tables at the end of some details, make certain that they are visibly distinguished from any attached
appendix materials, such as raw facts. Whatever the position, each table must be titled, numbered one after the other, and
include a heading. All figures and tables must be divided from the text.

Discussion:

The discussion is expected to be the trickiest segment to write. A lot of papers submitted to the journal are discarded
based on problems with the discussion. There is no rule for how long an 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 implications of the study. The purpose here is to offer an understanding of your results
and support all of your conclusions, using facts from your research and generally accepted information, if suitable. The
implication of results should be fully 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 the prospect, and let it drop at that. Make a decision as to whether each premise is supported or 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.

0 You may propose future guidelines, such as how an experiment might be personalized to accomplish a new idea.

0 Give details of all of your remarks as much as possible, focusing on mechanisms.

0 Make a decision as to whether the tentative design sufficiently addressed the theory and whether or not it was
correctly restricted. Try to present substitute explanations if they are sensible alternatives.

0 One piece of 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?

0 Recommendations for detailed papers will offer supplementary suggestions.

© Copyright by Global Journals | Guidelines Handbook .

XIX



Approach:

When you refer to information, differentiate data generated by your own studies from other available information. Present
work done by specific persons (including you) in past tense.

Describe generally acknowledged facts and main beliefs in present tense.

THE ADMINISTRATION RULES
Administration Rules to Be Strictly Followed before Submitting Your Research Paper to Global Journals Inc.

Please read the following rules and regulations carefully before submitting your research paper to Global Journals Inc. to
avoid rejection.

Segment draft and final research paper: You have to strictly follow the template of a research paper, failing which your
paper may get rejected. You are expected to write each part of the paper wholly on your own. The peer reviewers need to
identify your own perspective of the concepts in your own terms. Please do not extract straight from any other source, and
do not rephrase someone else's analysis. Do not allow anyone else to proofread your manuscript.

Written material: You may discuss this with your guides and key sources. Do not copy anyone else's paper, even if this is
only imitation, otherwise it will be rejected on the grounds of plagiarism, which is illegal. Various methods to avoid
plagiarism are strictly applied by us to every paper, and, if found guilty, you may be blacklisted, which could affect your
career adversely. To guard yourself and others from possible illegal use, please do not permit anyone to use or even read
your paper and file.
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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

CRITERION FOR GRADING A RESEARCH PAPER (COMPILATION)
BY GLOBAL JOURNALS

decision of Paper. This report will be the property of Global Journals.

Abstract

Introduction

Methods
Procedures

Result

Discussion

References

XXI

Grades

A-B

Clear and concise with
appropriate content, Correct

format. 200 words or below

Containing all background
details with clear goal and
appropriate  details, flow
specification, no grammar
and spelling mistake, well
organized sentence and

paragraph, reference cited

Clear and to the point with
well arranged paragraph,
precision and accuracy of
facts and figures, well

organized subheads

Well organized, Clear and
specific, Correct units with
precision, correct data, well
structuring of paragraph, no
grammar and
mistake

spelling

Well organized, meaningful

specification, sound
conclusion, logical and
concise explanation, highly
structured paragraph
reference cited

Complete and correct

format, well organized

C-D

Unclear summary and no
specific data, Incorrect form

Above 200 words

Unclear and confusing data,
appropriate format, grammar
and spelling errors with
unorganized matter

Difficult to comprehend with
embarrassed text, too much
explanation but completed

Complete and embarrassed
text, difficult to comprehend

Wordy, unclear conclusion,
spurious

Beside the point, Incomplete

No specific data with ambiguous
information

Above 250 words

Out of place depth and content,
hazy format

Incorrect  and unorganized

structure with hazy meaning

Irregular format with wrong facts
and figures

Conclusion is not cited,
unorganized, difficult to

comprehend

Wrong format and structuring
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