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How Diversity Effects on Employees’
Performance at a Non-Profit Orgainsation

Dr. Nasser Assaf * Dr. Anas Bashayreh ° & Ms. Farah Alhasan ®

Abstract- Objective: This study aims to show the link between
the diversity management and employees’ performance, how
this non-profit organization differs between local and
international employees’ packages and how this effects their
employees’ performance negatively. In this context, diversity
management is defined as the systematic and planned
commitment by the organizations to recruit, retain, reward and
promote a mix of employees (Henry, O., Evans A., 2007). In
addition to this, the definition of employee performance is the
effectiveness with which organizations manage, develop and
stimulate their employees is an important cornerstone for how
organizations perform. (Noordzij, L, 2017).

Methods: To test the hypothesis that offering different
packages to local and international employees lead to lower
employee performance, an online survey was distributed to
employees across the non-profit organization. Respondents
were divided into two groups (managers and officers) and
interviews were conducted with some employees as well.
Responses were analyzed using Microsoft Forms.

Results:  The results showed that the hypothesis
provedight, many employees indicated that the international
packages affected their performance negatively.

Conclusions: These results suggest that the non-profit
organization should re consider the packages of international
and local staff. On this basis, the concept of unifying all
packages should be taken into account when the organization
re-visits its terms and conditions.

Keywords: diversity, employee’s  performance,
international and local employees, salaries, non-profit
organization.

. INTRODUCTION

non-profit  organization was founded in
Aearly1930s. Their aim was to create in a country

overseas a basis of knowledge and
understanding of the people of its country. In addition,
their mission was to promote a knowledge of its country,
their language abroad and creating closer cultural
relations between its country and other countries.

Equality, diversity, and inclusion are the heart of
the organisation cultural relations ambitions. They
represent the mutual trust and respect the organisation
strives on behalf of its country. These concepts are an
important part to their success, reputation, business
Author a: Talal Abu-Ghazaleh University College for Innovation- Jordan.
e-mail: nassaf@taguci.edu.jo
Author o: Al-Zahra’a College for Women-Oman.

e-mail: anas1_bash@yahoo.com
Author p. Non-Profit Organisation. e-mail: Farahalmar@hotmail.com

sustainability and cultural relations impact. They want
everyone who meets them, both offline and online, to
feel valued and respected and their programmes,
services, and general ways of working to show their
stated commitment to equality, diversity, and inclusion
EDI strategy (Jacques. M., 2003).

Although this organisation considers the Equity
Diversity and Inclusion (EDI) as an integral part of their
organisation, there are some highlights in this report
demonstrate that the organisation needs to be more
considerate in some EDI practices. In addition, it should
adjust their polices related to local and international
employees to meet their EDI strategy. The collected
survey from staff shows how their performance would be
more effective if the organisation amends some of their
equality aspects when dealing with salary grades and
benefits of international staff and how the non-profit
organization would be much more inclusive.

[I.  PROBLEM STATEMENT

The organisation believes it is important to value
everyone and to be fair and respectful. This holds
whether they are an employee, participant in, or
contributor to their work and regardless their
background and fixed characteristics. While this can be
challenging there are many advantages including a
reduction in conflict, stress, tension, discrimination,
unfairness, and anger experienced by individuals,
organisations and societies, sometimes affecting
globally.

The organisation focuses on six areas:
disability, religion, age, gender, ethnicity/raceand sexual
identity/orientation. Unfortunately, in the current state,
many local staff have concerns about differences
between their salaries and international staff’'s salaries
even when both have the same grade and position, the
rates of international staff are much higher. Some staff
consider it as racial discrimination, others think that we
cannot call it racial discrimination, but it is for sure unfair.
They commented in the survey that local staff do the
same effort as the international and sometimes more but
get less salary.

Continuing with this current situation raises local
staff dissatisfaction, creates an unfriendly environment,
and contributes to higher turnover, which in turn does
not match the organisation values and goals.

© 2021 Global Journals
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(Carnahan. M, & Durch. W, Gilmore. S, 2006).
Developing a more diverse system which contains the
solutions for these concerns could help better
implement the EDI strategy which focuses on creating
an inclusive organizational culture.

This proposed research aspires to explore
options for adjusting the EDI practices that could help
the organisation to build more equality, diversity and
inclusion into their environment. To do this, | carried out
a full staff analysis and use it to propose appropriate
solutions to this problem.

[1I.  RESEARCH OBJECTIVES

The obijectives that could be achieved to solve
the problem of the differences of local and international
grade salary are diverse. The first objective that | would
like to start with is local and international grade salaries
should be the same which would help to decrease
prices occur in parts of the economy servicing
international. The other objective that could support is
that there is a large room to enhance the local economic
impact, especially in local procurement practice and in
how missions go about hiring and paying local.

Moving to the other objective where
international positions can be replaced by national staff,
which lead to significant cost savings and the legitimacy
of the mission can be enhanced.

Also, missions’ positive effects on local labour
markets and the contribution to the growth of a locally
driven “development sector” may foster the long-term
development prospects of the economies that
international institutions and donors are trying to help.
(Laird, P. M., 2015)

Another objective which is local staff have
knowledge of the local culture and business practices
where the expats will need some time and training to
become adjusted with a whole new culture and
language, so everything will not work-out overnight.

One of the most crucial objectives is that the
organisation should make local talent their first choice
ensures that if culture mismatches occur, their new
employees will not be stuck in midpoint.

The last objective is to lower the unemployment
rate in the country which would provide a significant
economic boost at a time when the economy needs it
most here in Jordan.

IV.  RESEARCH QUESTIONS

Does the difference between international and
local employees' salaries effected the local staff
performance?

The above question is one of the questions that
was asked in the e-interview which was made through
Microsoft teams. The researchers e-interviewed 4
managers and 2 officers. Also, the question was stated

© 2021 Global Journals

in the survey which was made via the organisation
survey platform. 5 managers and 5 officers filled out the
e-survey.

63% of the local staff indicated that there is a
relationship between the difference in international and
local salaries and local staff performance. 60% of the
managers agreed that there is a relationship between
salaries of international staff and performance of local
staff. 35% of the local staff including managers
demonstrated that international staff do not deserve
higher salaries.

International staff take a month of leave; they
get 12 days. The organisation pays for their
accommodation, international health insurance and
even their children’s school fees; on the other hand,
local employees do not get any of that. Even if local staff
have comparable skills and qualifications. In addition,
they do the same work. In fact, they understand the
context of work better than international colleagues.

One of managers commented the following
“For teachers they should get the same salary if they
deliver the same work and not based on nationality as
they should have the same qualifications in order for
them to deliver English courses and teach English at the
organisation. For project management and running
programmes, salary should be the same too as local
and international staff deliver the same work”.

In the humanitarian aid and development
sector, this is always the case. Local staff are paid less
and receive fewer benefits than their expat colleagues,
even when they do similar work and have similar
qualifications. (Laird, P. M., 2015)

Because of this, the organisation should revisit
their equality strategy as it is not only effecting the local
staff performance, but also, 50 % of local staff consider
it as racial discrimination. Giving international staff
different packages which are better than the local staff
packages is racial discrimination and as a
consequence, it could lead to incremental negative
long-term effects on the mental health of staff which
would affect the organisation’s goals (Wallace.
S, Nazroo. J , & Bécares. L, 2016).

V. LITERATURE REVIEW

According to a recent study by the Economic &
Social Research Council (ESRC), a UK governmental
body, there is a huge gap in salaries in lower-income
countries, with expats making 400-900 percent more
than their local counterparts. The survey drew on the
participation of around 1, 300 local and foreign
employees from the humanitarian aid, education,
government and business sectors in six lower-income
countries, which are India, China, Malawi, Uganda, the
Solomon Islands and Papua New Guinea. The
organization, which published its findings, among other
places, in The Guardian in April, concluded that this
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inequality cannot be attributed to either differences in
experience or skills, but rather to the fact that foreign
employees are coming from economies with higher
average incomes, and therefore demand higher pay
(Ying. L, 2016).

As well as this, a survey in the Suzhou area
confirmed that local employees observed that their
salaries in  comparison to expats is unfair.
Trustworthiness, locals showed a stronger effect on their
evaluation of expats than on their job satisfaction and
organizational commitment. There is a relationship
between the salary and job satisfaction as well as
organizational commitment (Leung, K. & Zhu, Y &
Cungen. G, 2009).

In developing countries, there is also a large
gap in the salaries of locals and expats, which leads to
negative attitudes of locals. Amulti level study was
conducted in China on the influence of low salaries in
multinational corporation operations. Findings show that
the negative effects of low compensation on outcome
variables, namely, evaluation of and knowledge sharing
with expats, as well as job satisfaction and intention to
quit, were fully facilitated by distributive justice based on
a comparison with expats (Leung, K., Lin, X. & Lu, L.,
2014).

At the end, it is a well-established fact that
during recent decades wage inequality has increased in
many countries around the world. Inequality reflects
differences in workers’ individual and productive
characteristics, growing concerns have been expressed
about the consequences of inequality on local
employees.

VI.  MEeTHODS OF DATA COLLECTION

| used aqualitative data as my research required
knowledge about local staff’'s behaviours and opinion of
international staff packages. As well as this, this
methodology is less controlled, more informative and
through it | gained information from local staff which
impacted the results of my research.

To gain a better insight into what the
organisation local employees think of the effect of
international salaries on how they performance, e-
interviews were conducted through Microsoft teams with
10 local employees (5 managers and 5 officers) from the
organisation. The local employees were selected
anonymously but | ensured to get managers’ responses
as well. E-Interviews were conducted through Microsoft
Teams approximately 15 minutes each. Answers were
recorded by note taking.

The e-interviews ~ were  transcribed, and an
analysis was conducted. This involved analysing all the
data from managers and officers through Microsoft
Forms where | was able to review and investigate the
outcomes.

Lastly, out of the e-interviews a more in-depth
understanding of local employees’ perceptions,
motivations and emotions were collated and

suggestions on how the problem could be. solved
Below are a sample of the e-interview questions that
were asked during the e-interview and stated in the e-
survey.

1) How much do vyou
environment?1-10

2) Do you consider that your organisation is applying
the EDI strategy on all staff??1-10

3) Do expat employees deserve higher salaries? 1-10

4) Do you agree that the company should expat
workers swing into town and get paid far higher
rates than their national colleagues?1-1

5) If you get the same salary as the international staff
would you be more satisfied?1-10

6) Do you agree that the company should focus more
and hire local staff? 1-10

7) Do you agree that the higher salary of international
staff could affect the performance of local staff??1-
10

8) Can we consider it as racial discrimination or not,
please comment here if you have anything to add
?1-10

9) Do you have any suggestions on how we can solve
this problem (grade salaries for international and
local staff)?

10) Would you like to add any other comment? If yes,
please add here.. ..

like your organisation

In the end and after the findings of this
research, the organisation should not differ the
international packages from the national ones as this
does not match their equality strategy and could have a
real negative impact on how local staff perform and do
their work. Also, it could lead to negative long-term
effects on the mental health of staff which would 100%
affect the organisation’s outcomes and goals.

VII.  CONCLUSION

The diversity and employee performance have
an apparent relationship at the workplace. Unifying
international and local employees’ packages should be
taken into account by the organisation to increase its
employees’ performance. By doing so and through
including this aspect in its terms and conditions, the
employees’ productivity will be enhanced, they will feel
more valued and their health and wellbeing will be
impacted positively.  This  will contribute to the
organisation’s future success and help it to reach its
goals effectively.
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Abstract- The success of any organization depends
considerably on the standard of its human capital. Training is a
more powerful weapon among Human Resource Management
practices, which helps to develop knowledge and skills of
employees in an organization. The objective of the study was
to investigate the impact of training on operational level
employees’ performance in a selected apparel organization in
Sri Lanka. Through the analysis of 60 responses of randomly
selected sample of machine operators; it shows that there is a
strong, positive and significant relationship between training
and performance with the correlation value of 0.817.The result
of regression analysis indicates that there is a significant
positive impact of training content and operational factors on
employee performance. Upgrading the training content and
identifying the training requirements specifically with a proper
training duration are some of the recommendations that the
researchers are suggesting improving employee performance.
Keywords:  training  content, operational factors,
employee performance.

. INTRODUCTION

a) Background of the Study
= mployees are considered as the most valuable
= asset of every organization because the success
= O failure of any organization is mainly supported
by its employees’ performance. Employees are required
in organizations because their competencies can fulfill a
particular role in a company. Either skilled employees
are recruited, or they are developed in organizations
with training programs. Every single industry is coping
with activities that are used in attaining their standard. It
had been revealed in various studies that there are
sound associations between training practices and
distinct measures of worker performance (Niazi, 2011).
According to Sultana, et al. (2012) performance is the
achievement of set targets in terms of expected
standards of accuracy, completeness, cost and speed.
Training requirements of a particular employee cannot
exactly be the same for another employee, because for
those who have low qualifications need extensive
trainings and high motivation to be able to work with
those who have high qualifications (Newton, 2006).
Therefore, it is very essential for organizations to
offer systematic training and career development
programs for their employees because they are the
ones who make up the organization.

b) Problem Statement

The training process has always been useful for
the apparel industry, since there has been a constant
impact of training over the organizations showing their
culture as being socially responsible. The selected
organization is an apparel manufacture that was
established in the early 1900s and belongs to a group of
companies which is a global business with 60,000+
associates and a diversified footprint that spans multiple
industry sectors. Even though, the selected company is
spending large amount of money to train machine
operators as they are the key resource of the
organization, who contribute a lot to achieve success of
the organization, the observations had in the
organization show that trainings are given for
individuals, without identifying gaps between their actual
performance and desired level of performance, which
means employees take trainings that are not related with
their work. Furthermore, management is facing difficulty
in delivering the orders on time to the customers when
their employees could not meet production targets and
due to the quality defects identified in garments.
Therefore, it has become a problem to the organization
whether their trainings have an impact over employee
performance. Although, many studies were carried out
on the impact of training on employee performance in
the organization, not enough research had been
conducted in apparel sector in Sri Lanka to provide
empirical support for investigating impact of training on
employee performance among machine operators. This
shows that there is a gap in empirical knowledge in that
area. Therefore, the main problem in this study is to
what extent training impact over employee performance
in the selected apparel organization.

c) Significance of the study

The apparel industry in Sri Lanka plays an
important role in the economic system of the country as
it is one of the largest contributors to the growth of Sri
Lankan economy. Since the selected organization is
also an apparel manufacturer, this research study will be
important to the management and executives to
understand the importance of training programs and
alsoenable them to structure their training programs to
make them more effective in terms of helping to improve
the efficiency of the workforce and lead to better
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performance. Furthermore, this will help HR managers
to develop appropriate training strategies for their
operational level employees. Moreover, the research
findings can be used as a tool for performance
evaluation and reward management of operational level
employees in the organization.

d) Objectives of the Study

General objective

- To investigate the impact of training on performance
of operational level employees in the selected
apparel organization.

Specific objectives

- To identify the impact of training content on
performance of operational level employees in the
selected apparel organization.

- To identify the impact of operational factors on
performance of operational level employees in the
selected apparel organization.

1. LITERATURE REVIEW

a) Training

Training and development function is one of
those HRM functions that involves in improving
employee  abiliies. Some  employments  and
designations are redundant and surplus in organizations
due the newest technologies that have taken place. Due
to that there is a need of highly skilled people in
organizations and employees need to be skilled and
trained in order to secure their employment in the future.
Training has been defined by various scholars in
different ways. In the era of 1960 to 1969, many authors
have defined training as a process to improve job
related skills, knowledge in order to adequately perform
present job by an employee. For an example Becker
(1962) defined training as an investment which raises
the productivity of employees (Somasundaram & Egan,
2004). In that case, they did not consider training as a
learning tool which makes relatively permanent change
in employee’s behavior. After 1970, many authors
defined training as a systematic process to provide
learnings to employees as well as a tool to modify
employee behavior. Campbell, Dunnette, Lawler &
Weich (1970) defined training as a planned leaming
process that designed to make a permenent change in
employee skills, knowledge and attitudes
(Somasundaram & Egan, 2004). In 1985, Training was
defined by Holder (1985) as “a process of learning to
improve job performance that is directly related to a
particular job” (Somasundaram & Egan, 2004).
However, when it comes to more recent definition on
training, according to Hassan, et al. (2013) training is a
planned process which is designed to improve
individuals’ job performance. According to Kulkarni
(2013) training is a kind of nerve that helps to fluent and
smooth functioning of work that in return improves the
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quality of work life of employees and organizational
development. To survive in the competitive market
successfully, training plays a significant role as a tool
which helps organizations to gain competitive
advantage. Trainings improve the ability of workforce to
perform the jobs with excellence (Kulkarni, 2013).

b) Dimensions of Training

Even through, there are many training
dimensions; researcher has identified two basic training
dimensions from past literature. These two dimensions
are training content and operational factors.

c) Training Content

According to Opatha(2009) training content can
be defined as all the things that are considered to be
covered through a training program. According to
Cheng & Waldenberger (2013) training content is the
work-related knowledge and skills that are going to be
gained through participate in training program.
Researcher uses the definition of training content of
Cheng & Waldenberger (2013) and specific skills,
general skills and relevance as the indicators of training
content for this research study.

Specific skills: Specific skills are defined as the job
specific skills that are important for the performance and
company specific norms and regulations that facilitate to
smooth functioning within the organization (Chen 2005
cited in Cheng & Weldenberger 2013).

General skill: General skills are the skills that need to
improve the employability of the employees (Baruch
2001 cited in Cheng & Weldenberger 2013).

Relevance: Relevance can be defined as relatedness of
something to a particular situation or to a person or its
importance in that situation or to that person
(Collinsdictionary, n.d.). In this research study, relevancy
is defined as the extent to which training content meet
trainees’ expectation in their career.

d) Operational Factors

Operational factors include design, organization
and implementation of training like training provider,
time duration, length, support and so on (Cheng &
Waldenberger, 2013). According to Colquitt et al, 2000
cited in Cheng & Waldenberger 2013, operation of
training has impact on trainees’ reaction and behavior.
Further, it is identified that trainees are expecting
qualified trainers and highly reputed training providers
(Gan & Colleagues 2009 cited in Cheng &
Waldenberger 2013). In this research study, trainer’s
support and duration of training are used as indicators
of operational factors.

Trainer’s support: According to Opatha (2009) trainers
are the people who are going to provide trainings to
trainees. They should be experts in relevant field and
that expertise knowledge should be acquired through
training, education and experience (Opatha, 2009).



According to Cheng & Waldenberger (2013), trainees
are expecting highly qualified and reputed training
providers. Trainer should have both strong educational
background and extensive practical experience (Cheng
& Waldenberger, 2013).

Duration of training: According to Opatha (2009) time
duration of training refers to particular dates or hours of
training sessions. Past literature reveals that a
reasonable period of training is expected by trainees
(Mumford et al. 1988 cited in Cheng & Waldenberger
2013).

e) Employee Performance

Organizations have understood that they have
to develop distinctive dynamic characteristics that
empower their competitive advantages in order to
survive in this everchanging business environment. The
way employees perform their role directly or indirectly
can have an impact on success or failure of any
organization as it ultimately reflects the organizational
performance. Sultana, et al. (2012), has outlined
performance as; “the accomplishment of specific
targets measured against preset standards or expected
level of accuracy and completeness”. When employees
have performed their tasks up to the required standard
they can be considered as good performers (Sultana, et
al., 2012). As Brown 2008 cited in Sila 2014performance
is how well someone completes a particular task and
additionally the perception with which he/she completes
that task. According to Sila (2014), job performance can
be defined in terms of quantifiable outcomes of work
behaviors such as amount of sales, numbers sold and
also in terms of behavioral dimensions. As Baldwin 2008
cited in Sila 2014performance is about generating
actions or behaviors effectively to meet the set targets.
According to all above definitions, employee
performance means the accomplishment of a given task
measured against present known standards of
accuracy, competency, cost and speed.

) Dimensions of Employee Performance

The researcher used efficiency, effectiveness,
and speed as the dimensions of employee
performance.

g) Efficiency

Efficiency can be defined as the comparison of
what is actually produced or performed with what can
be achieved with the same consumption of resources
(money, time, labor, etc.). It is an important factor in
determination of productivity (Businessdictionary, n.d.).
The quantity of work would be the indicator of efficiency
in this research.

Quantity of work: Quantity is the amount that you can
measure or count (Collinsdictionary, n.d.). Therefore, the
quantity of work is the amount of work produced or the
volume of work completed by an employee in an

organization. It recognises the hard-working employees
in an organization.

h) Effectiveness

Effectiveness can be defined as the degree to
which objectives are achieved and the extent to which
targeted problems are solved. In contrast to efficiency,
effectiveness is determined without reference to costs
and, whereas efficiency means "doing the thing right,"
effectiveness means 'doing the right thing"
(Businessdictionary, n.d.). The quality of work is used as
the indicator of effectiveness.

Quality of work: The quality of work refers to the
produced work in terms of standards, errors, waste and
rework and it recognises employees who produce
quality work, work which meets standards and work with
few errors or mistakes.

i) Speed

Speed is a measure of how fast something is
moving. The average speed of an object in a certain
time is the distance the object travelled divided by the
time. Speed is also the distance covered by an object
per unit time. The researcher used timelines of work as
the indicator of speed.

Timelines of work: Timelines of work refers to the timely
delivery of work in terms of schedules, meeting
deadlines, etc. and it recognises employees who
produce work on-time and meet deadlines.

j) Relationship between Training and Employee
Performance

The information from previous studies has
revealed that there is a positive relationship between
training and employee performance. Therefore, training
plays an importance role in improving quality of
employees directly and effects on organizational
performance through HR outcomes. The aim of training
is to maximize employees leaming of new skill,
knowledge, attitudes and behaviors to cope with the
demand of dynamic business environments. These
principles of employee training contribute to the overall
organizational development which is a significant reason
for organizations to encourage and promote this
important human resource management function. In
every organization there are some expected
performances from its employees. Moreover, when they
perform up to that expected standards and meet
organizational standards, they are believed good
performers (Sultana, et al., 2012). The study Ahmad, et
al. (2014) also reveals that a sound association exists
between training and employee performance. It is also
believed that to achieve the organizational goals,
employee performance is important and it depends on a
variety of factors but training receives high importance
as it improves the skills, capabilities, confidence and
competencies (Ahmad, et al., 2014). According to
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Benedicta & Appiah 2010 cited in Sultana, et al. 2012,
there is a positive relationship between training and
employee performance because training generates
benefits for both employee and the organization with the
positive influence through the enhancement of
knowledge, skills and behaviors. Even though employee

performance depends on various factors, training is the
most important fact that impacts performance because
it increases individual's skills and competencies (Khan,
et al., 2011). The conclusion results of Khan, et al.
(2011) shows that training and development have a
positive impact on organizational performance.

[11. CONCEPTUAL FRAMWORK

The conceptual framework of this study is shown below.

Independent Variable(X

Training
Training Content

Operational Factors

(Author developed framework)

—>

Dependent Variable(Y)

Job Performance
Efficiency
Effectiveness
Speed

Figure 1: Conceptual Framework

Below are the developed hypotheses for the study.

H1,: There is a significant relationship between ‘Training
Content 'and ‘ Employee Performance’.

H1,: There is no significant relationship between
Training Content 'and ' Employee Performance’.

H2,: There is a significant relationship between
‘Operational Factors 'and ‘Employee Performance’.

H2,: There is no significant relationship between
‘Operational Factors 'and * Employee Performance’.
H3,: There is a significant relationship between ‘Training’
and ‘Employee Performance’.

H3,: There is no significant relationship between
‘Training’ and ‘Employee Performance’.

H4,: Training’ has a significant impact on ‘Employee
Performance’.

H4,: ‘Training’ has no significant impact on ‘Employee
Performance’.

IV.  METHODOLOGY

The research was conducted with a deductive
approach by studying the relevant theories applicable for
the area of interest. The data gathering was conducted
mainly by referring to primary data. A quantitative
approach was mainly applied in this study and the
research strategy adopted was ‘survey’. This study was
cross-sectional in nature since it was conducted during
the year 2019 and 2020, and the respective findings were
discussed based on the data collected at that point of
time. SPSS version 22 was used for the data analysis in
arriving at the results and the interpretations.

The target population of the study was 150 of
machine operators attached to the “Sample
Development Department” in this selected apparel
organization in Sri Lanka. From that population of 150,
the researcher selected only 100 employees in order to
carry out the study (n/N*100% > 150*30%) in which
only 60 responses were returned. Depending on the
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nature of the research and the facilities available, the
questionnaire method was used to collect primary data.
Apart from the five main questions relating demographic
factors, this research instrument includes fifteen
questions under Training and seven questions under
employee performance. Each question was measured
with a five-point Likert scale ranging from 1 to 5.

V. ANALYSIS AND DISCUSION

a) Reliability of research instrument

The reliability of the questionnaire was
measured by calculating Cronbach’'s Alpha Value
through SPSS. Cronbach’'s Alpha is a reliability
coefficient which indicates how well items in an
instrument are positively correlated to one another
(Sekaran, 2003). According to Sekaran (2003) an alpha
of 0.7 or above is considered to be reliable in the
research study. As shown below Table 1, the
Cronbach’s Alpha Value of this research questionnaire is
higher than 0.7 which means the questionnaire used to
gather data is valid.

Table 1. Reliability Test

Reliability Statistics

. Cronbach's Alpha Based on
Cronbach's Alpha Standardized ltems N of ltems
.906 .907 22

b) Descriptive Analysis

Below Table 2 displays the profile of the
participants within the sample. In terms of gender, the
majority of the study participants were females (60%)
and the age of the most participants ranged from 31 to
40 years representing 46.7% of the total sample.
Majority of respondents possessed ordinary level
examination as their highest educational qualification
and only 8 from the total sample have done extra




courses other than their O/L and A/Ls and it represents
13.3%. When considering the marital status of
respondents, most of them are married and it represents

61.7% of the total sample. According to the findings,
majority of the sample have above 3 years’ experience,
which is 45% of the total respondents.

Table 2: Descriptive Summary of Machine Operators

Frequency Percentage
Gender
Female 36 60%
Male 24 40%
Age
20 and Below 1 1.7%
21- 30 25 A1.7%
31- 40 28 46.7%
41 and Above 6 10%
Education Level
Below Grade 11 5 8.3%
O/L 27 45%
AL 20 33.3%
Courses 8 13.3%
Marital status
Unmarried 23 38.3%
Married 37 61.7%
Experience
Below 6 months 3 5%
6 months - 1 year 3 5%
1-2years 12 20%
2 - 3years 15 25%
Above 3 years 27 45%

c) Correlation Analysis
The Pearson correlation has been adopted in
this study to identify whether there is a significant

relationship between the variables as explained in the
Conceptual Framework.

Table 3: Correlation between ‘Training Content’ and ‘Employee Performance’.

Training Content | Performance
Pearson Correlation 1 748”
Training Content Sig. (2-tailed) .000
N 60 60
Pearson Correlation 748" 1
Performance Sig. (2-tailed) .000
N 60 60
**_ Correlation is significant at the 0.01 level (2-tailed).

According to the correlation analysis carried out

could accept (H1,) and reject the null hypothesis (H1,).

in SPSS and shown in Table 3, the level of significance
between the variables is 0.000 which is less than the
significance level of 0.01, thus alternative hypothesis

Furthermore, it shows that there is a strong positive
relationship between two variables of training content
and performance with the correlation value of 0.748.

Table 4: Correlation between ‘Operational Factors’ and ‘Employee Performance’.

OPerational Factors Performance
Pearson Correlation 1 7197
Operational Factors Sig. (2-tailed) .000
N 60 60
Pearson Correlation 7197 1
Performance Sig. (2-tailed) .000
N 60 60
**_Correlation is significant at the 0.01 level (2-tailed).

© 2021

Global Journals

Global Journal of Management and Business Research (A) Volume XXI Issue II Version I n Year 2021



2021

Year

=
!

Issue II Version I

XXI

(A) Volume

Global Journal of Management and Business Research

According to the correlation analysis carried out
in SPSS and shown in Table 4, the level of significance
is 0.000 which is less than the significance level of 0.01,
thus alternative hypothesis could accept (H2,) and reject

the null hypothesis (H2;). This further shows that, there
is a strong positive relationship between two variables of
operational factors and performance with the correlation
value of 0.719.

Table 5: Correlation between ‘Training’ and ‘Employee Performance’.

Training Performance
Pearson Correlation 1 819”
Training Sig. (2-tailed) .000
N 60 60
Pearson Correlation 819™ 1
Performance Sig. (2-tailed) .000
N 60 60
**_ Correlation is significant at the 0.01 level (2-tailed).

According to the correlation analysis carried out
in SPSS and shown in Table 5, the level of significance
is 0.000 which is less than the significance level of 0.01,
thus alternative hypothesis could accept (H3,) and reject
the null hypothesis (H3;). Moreover, it shows that the
correlation value between two variables of training and
performance is 0.819. This depicts that there is a strong

positive relationship between two variables of training
and performance with the correlation value of 0.819.

d) Regression Analysis

The simple regression analysis was made to
determine the functional relationship between the
dependent variable, employee performance and
independent variable, training.

Table 6: Model Summary

Model Summary

Model R R Square Adjusted R Square| Std. Error of the Estimate
1 8192 671 .666 .33586
2. Predictors: (Constant), Training
As depicted in Table 6, the R square value of operational level employees’ performance in the

0.671 indicates the proportion of dependent variable
(employee performance) that is explained by the
independent variable (training). Therefore, 67.1% of

selected apparel organization can be explained by the
variable of training, while the remaining 32.9% are
described by other factors.

Table 7: Regression analysis- ANOVA

ANOVA*®
Model Sum of Squares | Df | Mean Square F Sig.
Regression 13.355 1 13.355 118.396 .000°
1 Residual 6.543 58 113
Total 19.898 59

2. Dependent Variable: Performance

b. Predictors: (Constant), Training

The above Table 7 determines whether the
predictor variables of the study account for significant
variance in the outcome variable (dependent variable).
Accordingly, the significant value is less than 0.01 and it

demonstrate that there is a significant variance between
predictor (Traning) and the dependent variable
(Employee Performance).

Table 8: Rgression analysis- Coefficients

Coefficients?®
. . Standardized
Model Unstandardized Coefficients Cocfficients i Sig.
B Std. Error Beta
(Constant) 434 311 1.396 168
Training .905 .083 819 10.881 .000

a. Dependent Variable: Performance
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The above Table 8 demonstrates the coefficient
of predictor variable (Training) consisting the ‘Training
Content’ and ‘Operational Factors’ as dimensions. The
fourth hypothesis was to test whether ‘Training’ has a
significant impact on ‘Employee Performance’ under the
significance level of 0.01. Accordingly, significant value
for Training is 0.000 which is less than 0.01 (Sig =
0.000<0.01) thus, accepting (H4,). This indicates that
Training impacted on Employee Performance.
According to the above table, unstandardized coefficient
has been considered as the data taken from a common
scale and resulted in B=0.905.This represents when the
training increases by one unit, the employee
performance expected to increase by 0.905 units.

Therefore, the regression equation of employee
performance is,

Employee Performance = 0.434 + 0.905 (Training) + ¢

e) Discussion and Managerial Implications

According to the results it was found that there
is a strong positive relationship between training and
employee performance among the selected sample.
The correlation between the two variables, training (IV)
and performance (DV) was 0.819 which was significant
at 0.000 level. This correlation was found to be strong as
it is more than the lower bound of strong correlation
(0.7). The regression analysis showed that there is a
strong impact of training on employee performance in
the sample. The R Square value indicates how much of
the total variation in the dependent variable, employee
performance, can be explained by the independent
variable, training which is 67.1%.

The findings of correlation and regression
analysis empirically confirm the arguments given by
previous authors like Sultana, et al. (2012) and Khan, et
al. (2011). The results of study carried out in the
telecommunication sector in Pakistan by Sultana, et al.
(2012) showed that there is a positive relationship
between the two variables of training and performance
with 0.508 of correlation value and also training had
accounted 50.1% of variation in the performance of their
study sample.Khan, et al. (2011) had also identified a
positive impact of training and development on
organizational performance in their study. They have
considered training and development, on the job
training, training design and delivery system as
independent variable while organizational performance
as dependent variable. According to Ahmad and Sahaj-
ud-din (2009) cited in Khan, et al.(2011) training and
development increase performance of employees. They
have proved it though research on training and
development is the best way to improve performance in
health sector organization. According to above empirical
findings, training helps organizations to improve the
performance of employees not only in apparel sector
but in other industries as well.

As some employees are not satisfied with the
present content of the training (specific skills, general
skills and relevance) and identification of training needs
are important, the management should first identify the
training needs of employees before planning the training
program, and then they should maintain a skill inventory
and ensure that it is up to date at least on a quarterly
basis. It is also identified that some employees are not
satisfied with the current operational factors like trainer’s
support and duration of their trainings. The line
managers should understand the importance of training
and let their subordinates participate in trainings.
Therefore, the management must pay attention on these
factors in order to provide effective trainings. The
majority of employees took training once or twice.
Training should be conducted on continuous bases for
employees of the organization so as to make them
competent in this challenging environment. It is
important for the selected apparel organization to
understand that training is not having an impact only on
employee performance but on a firm's overall
performance. Hence, management should be a
willingness to spend in employee trainings with the
understanding of that it is an investment that will bring
you good returns.

VI.  CONCLUSION

Offering systematic trainings and career
development programs for the employees is a key
responsiblity of all organizations since employees are
the ones who drive the organizations. The training
process has always been beneficial for apparel
industries as they mainly depend on the labor-intensive
processes. The research was aimed to investigate
whether there is an impact of training over operational
level employees’ performance in the selected apparel
organization. Based on the theoretical information, a
conceptual framework was developed to test the impact
of training on employee performance. The results of
empirical study discovered that training has a positive
impact on performance of operational level employees
at the selected apparel organization. The findings of this
research study shall be important for the practical
scenarios in the organization as well as for further
studies. This study focused only on the training content
and operational factors as the dimensions of training.
Therefore, there is a scope for other researchers to
study the other aspects of trainings and their influence
on performance on the same or different sectors.
Further research can also be carried out to identify other
factors that may affect the employee performance which
are not studied yet.
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Transformational Leadership Style and Public
Participation in the County Governments in
Kenya

Paul Karanja Njiiri ®, Dr. Susan Were ° & Prof. Willy Muturi

Absiract-  Purpose: The purpose of this study was to
determine the influence of transformational leadership style on
public participation in the county governments in Kenya.

Methodology: The study adopted both descriptive and
explanatory research designs. The study population
comprised citizens who are registered voters in all the 47
counties in Kenya. A two stage sampling technique was used
to select 8 counties and a sample of 400 respondents to
participate in the study. A pilot test was conducted to detect
and correct weaknesses in design and instrumentation. Of the
400 respondents, 296 completed the questionnaires properly
giving a response rate of 74%. Cronbach’s alpha was used to
test for internal reliability of the survey items used in the study.
Descriptive statistics, Pearson’s correlations and regression
analysis were used for data analysis.

Results: The findings revealed that there is a statistically
significant influence of transformational leadership style on the
public participation in the county governments in Kenya.
Transformational leadership style was found to have a strong
positive correlation (r =.649, p <.001, 2 tailed) with public
participation in the county governments in Kenya, with a g =
606, p < .001 and R2 of 0.421. This suggests that the more
transformational leadership is practiced, the higher the public
participation in the county governments, and that
transformational leadership style accounts for 42.1% of the
variance in public participation.

Unigue contribution to theory, practice and policy: It is
recommended that leaders in the county governments in
Kenya should endeavour to practice transformative leadership
in order to promote public participations and overall
performance in the county governments. To motivate followers
beyond self-interests, leaders should mainly focus on
enhancing intellectual stimulation by challenging the status
quo and encouraging the followers to do the same, and
inspiration motivation where the leaders demonstrate a clear
vision that they are able to articulate to the followers.

Keywords: transformational leadership style, public
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I INTRODUCTION

ransformational leadership style is widely
Tresearched as a style that is positively related to

individual and organizational performance (Bass,
1985; Northouse, 2016). Transformational leadership
style is exercised where followers and leaders elevate
each other to greater motivation and morality levels. The
style cultivates commitment of the followers to the
objectives of the organization and shapes the culture of
the organization in a way that is in line with the strategy
of the organization (Yukl, 2013). It is directed towards
inspiration of the followers to pursue and share the
leader’s vision and motivate the followers to move past
their own interests of exchanging compliance and effort
for rewards (Howell & Avolio, 1992). Transformational
leadership has four main elements, namely idealized
influence or charisma, inspirational motivation,
intellectual stimulation and individualized consideration
(Bass, 1985; Northouse, 2016).

Idealized influence or charisma that describes
charming leaders, whose compelling presence and
glamour, attract followers who desire to be like them
and assist them in achieving their goals. It is the leader’s
way of appealing followers at an emotional level and
promoting cohesiveness. Inspirational motivation refers
to how leaders use incentives to make followers
participate in achieving their vision by convincing them
their contribution is key and irreplaceable. It is the way
that leader inspires subordinates with expressions of
visions. Intellectual stimulation describes the way a
leader challenges his/her follower to think creatively,
encourages them to express themselves creatively, to
take risks and supports them in all activities to meet
goals of the team. Individualized consideration refers to
how the leader gets attentive to the followers’ needs,
sympathizing with them, and providing a conducive
atmosphere for them and acts as a mentor (Northouse,
2016).

Transformational leadership improves
performance, morale and the motivation of followers
through various mechanisms. These include; linking the
organization’s collective identity and the follower's sense
of self and identity to the mission; inspiring followers by
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becoming a role model to them; inspiring followers to
own their work, and knowing their strengths and
weaknesses and hence align them with tasks that
maximize their performance. It allows members to freely
communicate their ideas and innovations (thinking
outside the box) and the group’s interest comes first
(Odumeru, 2013).

Renewed governance reforms that lay
emphasis on devolution of power as a way of promoting
participatory  democracy, improve systems = of
governance and foster economic growth in rural areas
have been adopted in many nations in the world (World
Bank, 2013). A key component of devolved governance
is the public participation process which enhances
decision making, reduces citizen cynicism toward
government and builds stakeholder consensus in
government (Sanoff, 2000; Weeks, 2000). However,
Furia and Wallace-Jones (2000) show that in order for
participation of public to be effective, the objectives of
engaging the public should be met. Unfortunately,
recent studies show that in most democracies,
engaging citizens in public participation remains a
challenge (Carreira, Machado & Vasconcelos, 2016).

Designing and implementing programmes
related to public participation requires effective
leadership (Crosby & Bryson, 2005) to ensure that
different leadership roles such as sponsoring, defending
and facilitating the participation processes are fulfilled
(Bryson, Quick, Slotterback, & Crosby, 2013). Although
the role of leadership in improving participation has
been emphasized (Comnwall, 2008; Riristuningsia,
Wahyunadi & Harsono, 2017), past studies have only
focused on aspects of structures to meet legislative or
fiscal requirements and building capacity as barriers to
effective public participation (Ghartey, Ghartey & Essaw,
2016). The impact of leadership approaches on citizen
participation remains understudied (Beer, 2014;
Ghartey, Mensah, & Ghartey, 2016; Greasley & Stoker,
2008; Rathore, 2012; Van Wart, 2013).

In Kenya, there are two levels of government
created on equal basis by the Constitution of Kenya
(2010).  There is a National government and 47
devolved county governments with clearly defined
geographical  boundaries. The two levels of
governments have clear mandate to provide a range of
significant services to the citizens. Further, the
Constitution makes public participation a central part of
Kenya’s governance system and mandates leaders at
both levels of governments to  enhance and facilitate
participation of the public in the exercise of the powers
of the State and in making decisions affecting them.
Moreover, the High Court of Kenya warned that Public
participation ought to be real and ought not to be
treated as a mere formality for the purposes of fulfilment
of the Constitutional dictates county leaders should
ensure that the spirit of public participation is attained
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both quantitatively and qualitatively (County Public
Participation Guidelines (2016). Despite the aforesaid
constitutional imperatives, reports indicate that public
participation still remains dismally low in the county
governments in Kenya (ICPAK, 2014; Oxfam, 2017;
Transition Authority, 2014). Undoubtedly, enhancing
public participation requires leaders who stand on a
foundation of good governance principles and whether
the leadership style is attributed to the low public
participation is yet to be established through empirical
research.

a) Staterment of the Problem

Good and inclusive governance is imperative
for social and economic growth at all levels of
governments (World Bank, 2013). To realize this
aspiration, the Constitution of Kenya 2010, mandates
leaders in the county governments to facilitate and
promote public participation as a governance approach
that is widely accredited to deliver decisions that are
transparent, accountable, responsive, participatory and
inclusive of interested stakeholders. Accordingly and to
instill public participation in the national values and
principles of governance, numerous legal provisions
and guidelines were instituted at the county government
level.

Despite the aforementioned constitutional and
legislative provisions, reports available indicate that
public participation remains dismally low and is not
effective in the county governments in Kenya (ICPAK,
2014; KIPPRA, 2015; Opiyo, 2017, Oxfam, 2017,
Transition  Authority, 2014). Moreover,  where
participation has occurred, it has mainly been rhetoric,
ignored citizens’ input, and no feedback provided back
to the public (SID, 2016). Consequently, citizens are
dissatisfied with county decisions (Gitegi & Iravo, 2016;
Muriu, 2012) and in certain cases, citizens have filed
court cases against their county governments where
their leaders made decisions without their input (KSG,
2015). Undoubtedly, these challenges demonstrate the
need to improve the leadership behavior in the county
governments in Kenya.

Extant literatures shows that transformational
leadership style is positively related to individual and
organizational performance (Bass, 1985; Northouse,
2016). However, empirical studies linking
transformational leadership style and public participation
are scarce. The few studies in Kenya on public
participation such as Gitegi and Iravo (2016), Kaseya
and Kihonge (2016), Muriu (2012); Opiyo (2017) and
Siala (2015) focused on other factors impacting public
participation but did not explore the link between
leadership styles and public participation. Given the
centrality of public participation in governance, the
present study was informed by the need to discover the
relationship between transformational leadership style



and public participation in the county governments in
Kenya.

[1. LITERATURE REVIEW

a) Theoretical Review

James Victor Downton, an American sociologist
is credited with the origination of the term
transformational leadership in 1973 which was further
explored by political scientist, James Mac Gregor Burns
(Burns, 1978) and was developed as a new paradigm of
leadership by Bass (1985) and Bass and Avolio (1990).
Transformational leadership motivates the follower
beyond self-interests through inspiration, ideal influence
(charisma), individualized respect or intellectual
motivation. The follower’s ideals and maturity level are
elevated, and also their concerns for self-actualization,
achievement and the welfare of others, the organization
and the community (Bass, 1999). Transformational
leaders are proactive in that they can develop followers’
capabilities, help map new directions, mobilize
resources, facilitate and support employees, and
respond to organizational challenge. They consider
change whenever it is necessary for the organization
(Bass, 1990).

According to Denhadrt, Denhardt, and
Aristigueta (2002), transformational leadership is based
in studies of political as well as governmental
leadership. They further asserted that leaders in the
public space, help in creating their community’s vision
for the country or state; and also help in building the
public policy agenda; mobilization of the opinion of the
public with regard to policy proposals, and are
committed in implementing and shaping policies and
programs undertaken by the government. As noted by
Wright and Pandey (2010), this emphasis on the mission
makes transformational leadership naturally suited to the
public sector, whose employees are inherently required
to see beyond self-interest for the well-being of the
larger community.

The principle of people’s participation
underscores representative democracies and underpins
‘participatory democracy’. Thus, participatory
democracy is among a number of democratic theories
that are conceived as complements to or variants of
representative democracies and stems its roots from an
Athenian statesman called Solon in 7" and 8" century.
This theory argues that, where there is higher degree of
participation, people are more are likely to believe that
the decisions of the state are binding and hence form a
less estranged attitude towards the government
(Pateman, 1970; Day, 2017).

In the Kenya context, public participation is a
process in which the Citizens, governmental as well as
non-governmental groups influence law making, policy
decision making, delivery of service, oversight and

matters of development that affect them. It is a mutual
interactive process whereby the bearer of duty passes
information in transparent and timely manner, involves
the public in making decision, responds and is
responsible to their needs. Active involvement of the
public in the process takes place when problem at stake
directly relates to the public (County Public Participation
Guidelines, 2016). Based on this operational definition
four constructs of public participation were explored.
These are: use of public participation mechanisms;
public involvement and influence in decision- making;
timely and transparent communication of information;
and responsiveness and accountability of the agent to
the public.

b) Empirical Review

Mwakasangula et al, (2015) examined the
effect of leadership behaviour on good governance
using a cross-sectional design covering Rungwe and
Babati Districts in Tanzania using a sample size of 125
households. The effect of leadership behavior was
measured based on participation which is an aspect of
good governance. The study results indicated a strong
relationship  between transformational  leadership
behavior and effective villagers’ participation in different
development activities. For instance, in villages where
the leaders were said to be charismatic and supportive,
the villagers’ participation in decision making processes
and funds mobilization for development projects such
as schools, and dispensaries construction were found to
have been effective and efficient.

Egessa (2013) analyzed the effect of
transformational leadership paradigm on service
delivery to customers in local authorities in Kenya’s
Western region. The author used a correlation survey
design and collected data from 322 respondents who
were employed by selected local authorities in the
Kenya's Western region using MLQ centered
questionnaire. The study used both Pearson's
correlation coefficient test and descriptive statistics for
analysis. The study observed that transformational
leadership paradigm was positively and significantly
related to customer service delivery at 0.05 significance
level (r =0.689; p< 0.05).

Emery and Barker (2007) studied how
transformational affect job satisfaction and the
organizational commitment of customer contact

personnel using a sample of 77 branch managers and
47 store managers. The hypotheses were tested using
a correlation analysis. The findings showed that the
transformational ~ factors,  namely  individualized
deliberation, intellectual stimulus and charisma are
correlated more with organizational commitment and job
satisfaction. Charisma of the leader by itself, excellently
predicts employee attitude. That way, this feature seems
to have value in training programs and selection of the
leader in the service sector (Emery & Barker (2007).
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Men and Stacks (2013) investigated the effect
that styles of leadership and empowerment of
employees have on perceived reputation of the
organization through hypothesized model testing. They
carried out a quantitative survey on-line comprising of
700 randomly selected employees ailing from work units
that were diverse in a Fortune 500 company in the U.S.
The results showed that, the way employees perceive
organizational reputation is absolutely influenced by
transformational leadership style, not just indirectly but
also directly through employee empowerment.

The findings by Men and Stacks (2013)
observed that attitude of employees towards the
company is determined by their opinion on how they are
treated and whether their contributions are considered in
decision-making. Employees feel more valued,
accepted and trusted by transformational leaders, thus
shaping employees’ favorable evaluation of the
organization indirectly. These views were also shared by
Bass, (1999), Aldoory and Toth (2004), and Castro
Perin"an and Bueno (2008) who opined and added that
transformational leadership is made up of comprise
sharing of power in participation and decision making.

Zhu, Avolio and Walumbwa (2009) examined
the facilitating role of follower features with
transformational leadership and follower engagement in
work. The study was based in the context of knowledge
workers in South Africa. They used a sample of 48
supervisors and their 140 followers from various
industries.  The study findings indicated that
transformational leadership impacts follower more
positively in their work engagement.

Amgheib (2016) examined the manner in which
leadership styles and follower characteristics determine
the work outcome of followers in Libyan organizations.
The study employed a deductive approach and used a
questionnaire for data collection from 667 respondents
from across 24 public sector organizations in Libya.
Data analysis was carried out using multi-level modeling
techniques to establish the type of relationships that
existed between independent and the dependent
variables. The study used moderation analysis in
examining the effect of followership on leadership
performance. The research findings showed that due to
transformational style of leadership, there is an induced
positive level of work engagement, job satisfaction and
also organizational commitment of employees.
Transactional leadership style was positively linked to
work engagement and job satisfaction (Amgheib, 2016).

In their study, Khan and Anjum (2013) explored
the citizens’ community boards (CCBs) role of
promoting citizen participation in development projects
of Muzaffargarh District in Pakistan. A survey was
conducted out of a sample of 93 CCBs randomly
selected. They found that the public that participates

© 2021 Global Journals

actively is a key component of solutions and is regarded
as directly influencing the accomplishment of
development projects. Additionally, it results in efficient,
effective and attains sustainable development as well as
improving the quality of outcomes. Participation helps
ensure better designing of projects, better targeted
benefits, inputs of projects delivered in a timely manner
and more cost effectively, and that distribution of project
benefits is more equitable and with smaller spillages as
a result of corruption and other rent seeking activity.
These roles and benefits were also cited by other
scholars including Mansuri and Rao (2003).

[II.  METHODOLOGY

The study adopted both descriptive and
explanatory research designs. The study population
comprised citizens who are registered voters in all the
47 counties in Kenya. A two stage sampling technique
was used to select 8 counties and a sample of 400
respondents to participate in  the study using
questionnaires to collect data. A pilot test was
conducted to detect and correct weaknesses in design
and instrumentation. Of the 400 respondents, 296
completed the questionnaires properly giving a
response rate of 74%. Cronbach’s alpha was used to
test for internal reliability of the survey items used in the
study. Data analysis was done using descriptive
statistics, correlation and regression analysis. The study
used correlation and regression analysis to analyze the
association between the variables aided by SPSS
software version 26. The presentation of the findings
was done using tables and figures.

IV.  RESULTS
a) Descriptive Findings

i. Public Participation

Eleven research questions were posed to the
respondents to collect the perceptions of how leaders
handled public participation in  their  county
governments. Table 1 presents the descriptive statistics
results generated for public participation. From the
results presented on Table 1, it is evident that to a
moderate extent (mean of 3.03 and a spread or SD of
1.191), counties use different channels for public
participation such as holding public hearings, barazas,
neighborhood meetings, citizen surveys, and internet.
The results also indicate that to a moderate extent
(mean of 29 and a spread of 1.111), respondents
agreed that during public participation forums, there is a
two-way interactive communication process where
county government representatives convey county in
formation and public views. On the question of whether
the county governments have sufficiently skilled and
well-trained officers or experts who facilitate public



participation meetings, an affirmative mean score of
2.83 (to a moderate extent) and a spread/SD of 1.167
was achieved.

A question posed to respondents as to whether
county governments involved citizens in county activities
such as budget making processes, monitoring and
evaluation of development projects and service delivery
in the county resulted into a mean score of 2.48 and a
SD of 1.150 (meaning a majority agreed to a little
extent). Respondents were also asked whether the
public is involved in the vetting of county government
public officers and the results were a mean score of
2.14 and SD 1.189. This meant that respondents agreed
only to a little extent to the research question asked. A
majority of respondents agreed that to a moderate
extent (mean of 2.84 and SD of 1.116), people involved
in the participation exercise are inclusive of the diversity
of communities, gender, disabilities and minorities. A
majority of respondents also agreed to a little extent that
the turnout in public participation forums is high enough
to give reliable results (a mean score of 2.55 and SD of
1.186). These result support KIPPRA (2015) whose
study concluded that county leadership has not
effectively engaged the public and Mitullah (2016) who
found that only 29 of the citizens indicated that they
were satisfied with the extent of public participation in
their county.

On whether citizens easily understand the
information provided by the county governments during
public participation, a majority agreed to a moderate
extent (mean 2.64 and a reduced variability of a SD of
1.094). A similar moderate extent response with a mean
of 2.60 and a SD of 1.166 was achieved on the question

of whether the public participation process is
transparent so that the public can see what is going on
and how the county government makes decisions. A
mean score of 2.25, means that respondents agreed to
a little extent to the questions that county governments
respond to any public inquiries in a timely manner and
comprehensively and that the public is informed of the
output of their public participation i.e. whether or not
their ideas were taken up by the county governments.
The two last research questions had SDs of 1.055 and
1.096 respectively. These results support the notion that
the leaders ignored citizen input and did not give
feedback (SID, 2016; KSG, 2015; Transparency
International, 2015).

A number of the responses to the research
questions on public participation indicate that a majority
(mean scores 2.59) of the respondents either agreed to
a little extent or to a moderate extent that their counties
engaged actively in public participation activities. With
10 out of 11 means scores below 3.00, these results
corroborate empirical findings that public participation
remains generally low and should be improved (Oxfam,
2017; Carreira, Machado & Vasconcelos, 2016;
Transition Authority, 2015; Khan & Anjum, 2013). In
addition, the study results reinforce arguments by Bevir
(2013) that governance matters have gone past
government and so, there is need and scope for public
to be more involved in enhancing participation. The
results further concur with findings by United Nations
(2015) and Rowe & Frewer (2000) that contemporary
balanced governance systems result into better
accountability results when citizens are adequately
engaged in determining their destiny.

Table 1: Descriptive Statistics for Public Participation

NA LE ME GE | VGE Std

Research Item % % % % % Mean Dev.
Uses of different mechanisms for public participation in 109 o5 5 238 589 109 303 1191
the county
Use of two-way interactive communication process 110 557 316 575 70 597 1111
during public participation forums
Ava|l|alb|l|tly of slulfﬂmently skilled and well-trained public 153 243 302 256 76 583 1167
participation facilitators
Public involvement in planning, monltonng and evaluation 236 59.8 o5 7 16.4 45 48 1150
of development projects and services
Publyc |.nvolvement in vetting of county government M1 559 20.7 114 39 514 1189
public officers
Participation is representative of the diversity of people in
the community in the county 10.6 31.7 28.7 21.2 7.8 2.84 1.116
Turn out in public participation forums is high enough to
give reliable results 23.0 26.1 30.6 13.1 7.2 2.55 1.186
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Information provided for public participation purposes is

easily understood by the citizens 15.1 337 292 16.5 55 264 1.004
Public participation process is transparent 18.0 33.9 251 15.5 7.4 2.60 1.166
Response to public inquiries is timely and comprehensive 28.1 34.6 241 10.8 2.4 2.25 1.055
Feedback is given backlto the public on decision made 575 393 183 108 41 505 1096
and input taken from public

NA= Not at All, LE=To a little extent, ME=To a moderate extent, GE=To a great extent, VGE=To a very great extent, Std Dev. =

Standard Deviation

The mean scores for the public participation
constructs used in the study were generated as detailed
in table 2. The respondents perception was that the
participation process mechanisms were moderate
(mean score 2.94), public involvement and influence in
decision making was tending towards moderate (mean
score 2.5), transparency, sufficient and provision of
timely communication of information was tending
towards moderate (mean score 2.6) while
responsiveness and accountability were only to a little
extent (mean score 2.24).

The overall level of public participation in the
county governments had a mean score of 2.6 which was

below the average mean score of 3.00 and corresponds
to 40%. The results were consistent with Mitullah (2016)
who found that only 29% of the citizens indicated that
they were satisfied with the extent of public participation
in their county. The results further corroborate with
Oxfam (2017) and Transition Authority (2015) that public
participation remains low and KIPPRA (2015) that the
County leadership has not effectively engaged the
public in participation. The mean score for timely receipt
of transparent information was 2.63 or 40.75% which
was consistent with KIPPRA (2015) who observed that
only 32.8% respondents were involved to the extent of
receiving information.

Table 2: Descriptive Statistics for Public participation Components

Public participation Components NA% LE% ME% | GE% | VGE% | Mean Std Dev.
Participation process mechanism 12.40 2417 28.53 26.33 8.57 2.9493 94961
Public involvement & |Inf|uence in decision o4 58 57 63 56.43 1553 585 5 5068 85418
making
Transparency, sufficient & timely 16.55 | 33.80 | 2715 | 16.00 | 645 | 2.6301 97814
communication of information

Responsiveness & accountability 27.80 36.95 21.20 10.80 3.25 2.2475 92017
Total - Public Participation 20.38 29.50 26.18 17.70 6.23 2.6013 75670

NA= Not at All, LE=To a little extent, ME=To a moderate extent, GE =To a great extent, VGE=To a very great ektent, Std Dev. =

Standard Deviation

ii. Transformational Leadership Style

The research sought to determine the influence
of Transformational Leadership style on public
participation in the County governments in Kenya. Eight
research questions were posed to the respondents to
measure the perception of transformation leadership
practices. Table 3 presents the descriptive statistics
results generated for the transformational leadership
style. From Table 3, the study found out that a majority
of respondents felt that their county leaders; to a
moderate extent (mean of 3.33 and SD of 1.261) talk
about a bright and successful future for the county; to a
little extent (mean of 2.29 and SD of 1.150) go beyond
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self-interest for the good of the citizens in the county; to
a little extent (mean of 2.40 and SD of 1.095) have built
trust and confidence with citizens in the county; to a
moderate extent (mean of 2.47 and SD of 1.115) are
careful of the moral and ethical consequences of their
decision; and to a moderate extent (mean of 2.51 and
SD of 1.160) do examine proposal and question whether
such proposals or suggestions are appropriate for the
county citizens' needs. A moderate response was
obtained (with a mean score of 2.46 and SD of 1.145)
where respondents felt that county leaders consider
divergent ideas and perspectives when solving
problems in the county; to a small extent (mean of 2.34



and SD of 1.179) county leaders help other leaders to
develop their strengths and coach them to be better
leaders, and to a small extent (mean of 2.37 and SD of
1.151) thought that county leaders consider citizens’
individual needs, abilities and aspirations and not just as
part of a group.

A study carried out in western Kenya by Egessa
(2013) observed that transformational leadership
paradigm was positively and significantly related to
service delivery, a fact that is also confirmed by the
survey question on how positive county leaders are
regarding the successful future of counties in Kenya (a
majority recorded a mean of 3.33). A study by Men and
Stacks (2013) concluded that the way employees
perceive organizational reputation is  absolutely
influenced by transformational leadership style, not just
indirectly but also through empowerment. A study by
Emery and Barker (2007) observed that transformational
factors, namely individualized deliberation, intellectual
stimulus and charisma are correlated more with

organizational commitment and job satisfaction
compared to management-by-exception and
contingency reward transactional factors.

Based on the results of the study, it is notable
that while citizens and the county leaders have high
expectations about a bright future of their counties, the
responses obtained (a majority of them being “to a little
or to a moderate extent”) demonstrate that the citizens
are not convinced enough that the current leaders
possess the necessary transformational leadership skills
that will lead to the realization of those expectations. A
review of the transformational leadership theory revealed
that a key characteristic of this style of leadership is that
followers are motivated beyond self-interests through
inspiration, ideal influence (charisma), individualized
respect or intellectual motivation (Bass, 1999). The
results, thus, seem to suggest that the leaderships
exhibited fall a little short and thus the fear of harvesting
the bright future that the citizens are seeing for their
counties.

Table 3: Descriptive Statistics for Transformational Leadership Style

Research ltem NA LE ME GE | VGE Mean Std
% % % % % Dev.

Lleladersl go beyond self-interest for the good of the 303 303 238 107 48 509 1150
citizens in the county
Leaders have built trust and confidence with citizens in the 532 345 o5 3 133 38 540 1095
county
Leaders are carelful Qf. the moral and ethical 216 303 59 2 113 55 047 1115
consequences of their decisions
Leaders talk about a bright and successful future for the 97 176 239 573 215 333 1 261
county
Leaders do examine proposal and question whether such
proposals or suggestions are appropriate for the county | 23.4 28.1 27.5 15.9 5.1 2.51 1.160
citizens' needs
Leaqlers collect qwfermg ideas and perspectives when 239 59 7 276 137 51 546 1145
solving problems in the county
Leaders help other leaders to develop their strengths and 304 276 246 123 51 534 1179
coaches them to be better leaders
Leaders do consider individual's needs, abilities and 48
aspirations and do not treat individuals as just part of a | 25.3 37.0 19.2 14.7 ' 2.37 1.151
group

NA= Not at All, LE=To a little extent, ME=To a moderate extent, GE=To a great extent, VGE=To a very great extent, Std Dev. =

Standard Deviation

In addition, the mean scores of the
transformational leadership constructs were generated
as summarized in table 4. The results revealed that the
mean scores for charisma or idealized influence,
inspirational motivation, intellectual stimulation and
individualized consideration were 2.3939, 3.3322,
2.4865 and 2.3547 respectively. The findings suggest

that inspirational motivation was the dominant
constructs that was observed by the respondents. This
means that at an average level, leaders have a clear
vision that they are able to articulate to the followers.
Further, the level of transformational leadership style
practiced in the counties had a mean score of 2.53
which was below the average score of 3.00.
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The finding corroborates Kung'u (2019) study
which found that leaders largely use inspirational
motivation construct of transformational leadership to

motivation component of transformational leadership
was also largely used by commune mayors from the
Greater Poland Province, and like in the current study,

make Change possib|e in selected counties in Kenya. individualized consideration was least practiced
Similar, the results concur with Springer, Walkowiak and ~ component.
Bernaciak (2020) who also found that inspiration
Table 4: Descriptive Statistics for Transformational Leadership Components
Leadership Construct NA% | LE% ME% | GE% | VGE% | Mean DS(S
Charisma/Idealized Influence 25.03 | 32.37 26.10 11.77 4.70 2.3936 91175
Inspirational Motivation 16.55 | 22.85 25.70 21.60 13.30 3.3322 1.26121
Intellectual Stimulation 2715 28.65 26.10 13.00 510 2.4865 1.01338
Individualized Consideration 25.30 | 37.00 19.20 14.70 4.80 2.3547 1.02139
Total - Transformational Leadership Style | 23.48 | 29.64 25.14 14.90 6.96 2.5277 81030

NA= Not at all, LE=To a little extent, ME=To a moderate extent, GE=To a great extent, VGE=To a very great extent, Std Dev. =

Standard Deviation
b) Correlation between the Variables

i. Correlation between Transformational Leadership
Style and Public Participation

The findings in table 5 indicated that there is a

strong positive correlation (r = 0.649**; p-value <0.001)

between transformational leadership style and public
participation. This mean a unit linear change in
transformational leadership will results to .0649 change
in public participation in the county governments in
Kenya.

Table 5:  Pearson’sCorrelations Matrix

[gés;‘r’srmstg’t;@ Public Participation
Pearson Correlation 1
Transformational
Leadership Style Sig. (2-tailed)
Pearson Correlation 649 1
Public Participation Sig. (2-tailed) .000
N 296 296

**Correlation is significant at the 0.01 level (2-tailed)

c) Regression Analysis

i. Transformational and Public
Participation
Simple linear regression was carried out to
determine the relationship between transformational
leadership and public participation in  county

governments in Kenya. It was hypothesized that:

Hy.. There is no significant relationship between
Transformational  Leadership  Style and  public
participation in the county governments in Kenya.

The findings presented in Model Summary
Table 6 indicate that R*=.421 which means that
transformational leadership style explains 42.1% of
changes in public participation in county governments in
Kenya. The remaining 57.9% of the variation in the
public participation can be accounted for by other
factors excluded in the model or by chance. The ANOVA

Leadership
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indicates that the model is statistically significant as the
p-value is less than .05 (F-calculated (1,294)=213.460,
P<0.01). This shows that transformational leadership
style significantly predicts public participation.

Table 5 shows that the coefficient of
transformational leadership style (B = .606) was positive
and statistically significantly (t = 14.610, p <.01). This
indicates that a unit increase in transformational
leadership style increases public participation by 0.606
units. Consequently, the null hypothesis that H,,. that
here is no significant relationship  between
transformational leadership style and public participation
in the county governments in Kenya was rejected and
hence the study concluded that transformational
leadership style had a positive and significant influence
on public participation in the county governments in
Kenya.



The model Y = B0 + B.X; +¢& was fitted and the
resultant equation was as follows:

Y =1.070 + .606*X,

Where Y = Public Participation and X, =
Transformational Leadership Style

The findings were in agreement with the
observation by Mwakasangula et al. (2015) who found a
strong relationship between transformational leadership
behavior and effective villagers’ participation in different
development activities in Tanazania. For instance, in

villages where the leaders exhibited transformational
leadership attributes, the villagers’ participation in
decision making processes was found to have been
effective and efficient. The results are also consistent
with  Ghartey, Mensah and Ghartey (2016) who
examined how the leadership approaches have
influenced participation and performance of local
governments in the Central Region of Ghana. The study
revealed that the leadership approaches influenced
participation and enabled the followers to feel
enthusiastic and take responsibility.

Table 6. Regression Analysis on Transformation Leadership and Public Participation

Model Summary
Adjusted R Std. Error of the
R R Square Square Estimate
0.649 0.421 0.419 0.57695
ANOVA
Sum of .
Squares df Mean Square F Sig.
Regression 71.054 1 71.054 213.46 0.00
Residual 97.863 294 0.333
Total 168.917 295
Coefficients
Unstandardized Coefficients Standgrld|zed t Sig.
Coefficients
B Std. Error Beta
(Constant) 1.07 0.1 9.728 0.00
Transformatg;lael Leadership 0.606 0.041 0.649 14.61 0.00

d) Transformational Leadership Style Constructs and
Public participation
To further understand the relationship between

transformational  leadership  style and  public
participation, multiple  regression analysis was
performed to determine the relationship between

transformational leadership style constructs and public
participation. Model summary in Table 6 indicates an R?
°" 0.421, which means that 42.1% of changes in public
participation can be accounted for by individualized
consideration, inspiration motivation, charisma/idealized
influence and intellectual stimulation. Analysis of
variance indicates that charisma/idealized influence,
inspiration motivation, intellectual stimulation and
individualized consideration have significant relationship
with public participation (F-calculated (4, 291) = 52.979,
P < 0.01)

Further, there was a positive and significant
relationship between all components and public
participation since all the slopes were positive and the p
values <0.05. The ranking of the components indicates
that intellectual simulation had the highest influence (B

= 0.184) on public participation in county governments
in Kenya followed by charisma/idealized influence (B =
0.16), then individualized influence (B = 0.15) and
inspiration motivation (B = 0.108). The data was fit for
application in the multiple regression model:

Y= B0 + B Xyt BXpot BeXis+BuXis + € and the resultant
equation of the study was:

Public  participation= 1.05 + 0.16*
Charism/Idealized influence + 0.108* Inspiration
motivation+0.184* Intellectual  Stimulation+ 0.15*

Individualized consideration.
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Table 7: Regression Analysis on Transformational Leadership Style Components and Public Participation

Model Summary
R R Square Acgglth:rcé R Std. Error of the Estimate
0.649 0.421 0.413 0.57955
ANOVA
SSc;Jurerfs Df Mean Square F Sig.
Regression mAar7 4 17.794 52.979 .000
Residual 97.739 291 0.336
Total 168.917 295
Coefficients
Unstandardized Coefficients Standgrldized t Sig.
Coefficients
B Std. Error Beta
(Constant) 1.05 0.115 9.093 0.000
Charisma/ldealized Influence 0.16 0.05 0.193 3.228 0.001
Inspirational Motivation 0.108 0.03 0.182 3.566 0.000
Intellectual Stimulation 0.184 0.048 0.247 3.869 0.000
Individualized Consideration 0.15 0.043 0.203 3.541 0.000

The findings were in agreement with Springer,
Walkowiak and Bernaciak (2020) who documented
significant effect of intellectual stimulation and idealized
influence have on transformational leadership in Poland.
They researched on 49 mayors’ style of governance
adopted by the political leaders of rural communes in
Poland and its links with their engagement in social
activation and the use of participatory tools. The
implication of intellectual stimulation is that the county
leaders should not only challenge the status quo but
they also encourage it in the followers. The implication of
idealized influence is that county leaders should
endeavor to win the followers trust and respect the
leader so they emulate and internalize the leader’s
values and beliefs.

V.  SUMMARY, CONCLUSIONS AND
RECOMMENDATIONS

a) Summary

The findings revealed that there is a statistically
significant influence of transformational leadership style
on the public participation in the county governments in
Kenya. Transformational leadership style was found to
have a strong positive correlation (r =.649, p <.05, 2
tailed) with public participation in the county
governments in Kenya, with a p = .606, p < .05 and R?
of 0.421. This suggests that the more transformational
leadership is practiced, the higher the public
participation in the county governments, and that
transformational leadership style accounts for 42.1% of
the variance in public participation.

© 2021 Global Journals

All the attributes of transformational leadership
style (individualized consideration, inspiration
motivation, charisma/idealized influence and intellectual
stimulation) had a positive and statistically significant
relationship  with  public  participation.  Intellectual
stimulation component had the strongest influence while
charisma/idealized influence had the least influence. The
findings were in agreement with empirical research
presented in the paper which showed that the effect of
transformational behavior positively influenced public
participation.

VI. CONCLUSION

The study concluded that there is a statistically
significant influence of transformational leadership style
on the public participation in the county governments in
Kenya. A positive increase in transformational leadership
style practices by the county leaders will lead to an
increase in public participation. Further, study findings
established that intellectual stimulation and inspiration
motivation components of transformational leadership
had the strongest positive significant impact on public
participation.

VII. RECOMMENDATIONS

The study recommended that leaders in the
county governments in Kenya should endeavour to
practice transformative leadership in order to promote
public participations and overall performance in the
county governments. To motivate followers beyond self-
interests, leaders should mainly focus on enhancing



intellectual stimulation by challenging the status quo
and encouraging the followers to do the same, and
inspiration motivation by the leaders demonstrating
ability to articulate a clear vision to the followers.
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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.
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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.
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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.

O 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:

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

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

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

0 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.
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.
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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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