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Abstract

Knowledge currently is the strategic method to eiee the organizational ability to take the oppaities

and obtain a sustainable competitive advantage.siindy attempts to design a study on the relatipnsh
between knowledge management, employee satisfaetioployee loyalty and job performance in small and
medium enterprises in Ho Chi Minh City, Vietnam.the study, knowledge management is measured by
seven dimensions including knowledge acquisitiompvidedge sharing, knowledge creation, knowledge
retention, knowledge codification, personalizatiemd social networks. Questionnaire survey is used t
gather the necessary data on knowledge managemaaticps in small and medium enterprises in Ho Chi
Minh City. Both SPSS and AMOS are employed to pssdée collected data in order to explore if theee
relationships between the studied variables.

Keywords: Knowledge Management, Employee Satisfaction, Eyg#d_oyalty, Job Performance.
Introduction
Background of the Study

In the intensive environment of business, one efdbmpetitive advantages of the company which
can compete with the competitors is how to gain sustain its human resources. It is easy to cordialt
the long-term performance of a company decidesstleeess of the whole one. Thereby, the quantity of
labor-capital has been more important in termsaoftrgbuting effort for the organization, which leathe
functional stage to be more critical (Brown & Vetdgsh, 2005; Galanaki, 2002; Parry & Tyson, 2008gBi
& Finn, 2003). For retaining and maintaining thédeacapital, one of the measurements that are lysual
applied is job satisfaction. To evaluate it, thare many factors which are defined and researcked a
employees feel about their jobs positively or negét (Locke, 1969; Odom et al., 1990; Spector &
O'Connell, 1994) based on the employee motivatoganizational commitment, and performance quality
and quantity. Otherwise, from the employee’s peieepexcept for the external items of the orgatiizeal
environment, employees have emphasized their humigtigence. This is analyzed via their skills,
knowledge, attitude, competency, and motivationt how employees apply these skills to make effanis
contribute benefits to the organization (Crook let2011; Schultz, 1961). However, the knowledgsdah

item is tacit and partly individual, hence it casiige management problem to manage and codify.
1
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In the current concept of globalization, due to therease in the workload and technology, the
demands and challenges with the external envirotsnare shown by an unpredictable and complex
competitive environment. Therefore, the knowledgguirement is a need to create, maintain, and share
within generations which is important. This propodbke edge of competitive advantages to face to the
others. Knowledge is defined as a factor to meaandeanalyze the job, based on the framework ofckter
consulting service (Mercer, 2016). This means th@\Kedge-based view could be considered as a polverf
resource in creating job success. Obviously, theasnes of success as efficiency in operations,dnighted
innovation, better service, and ability to foresigte trends and patterns in the emerging markagliS&
Sharma, 2011). As the developing market, authorewed the effectiveness of knowledge management
process to apply in mostly academic sectors, whichld buid the base for professional foundation
performing in the personal behaviors in order i@dhe better service to clients, here are studefu<t al.,
2013; Ngoc-Tan & Gregar, 2018)

In detail, the knowledge management process afieeirces job satisfaction, which is illustrated by
providing energizing and continuous support togh®loyees within the environment that help to neggv
the individual and empower them the create a pidagew knowledge and share this internally withirthe
supervisors and their subordinates. This will hamempact to improve the employees’ job satisfactioat
will lead to organizational success and retaingimployee on their jobs. Understand the importaridbis
factor, more companies generate the strategiepwiehasing the system to control, maintain theydail
working process, store, and share this when newerger the company. Furthermore, there is no tdoub
that employees are valuable assets of each comjpathe current situation, more and more compleidgty
existing in daily operation. The loyalty and penfance is vital and consider as the tools to meathae
success of each organization. While the loyaltywghthe attachment or commitment of personal with th
organization as the results of increasing satigfacperformance is considered as the physical\nehto
behave their satisfaction into the action. Thefdhe more satisfaction rate increases, the maieme
employees contribute to the organizations.

In this paper, it would contribute the role of kdedge management in the field of SMEs- small and
medium enterprises. Based on the report of ingdiyftt is said that within all the Viethamese epteses,
SMEs were still accounted for the highest rateylped percent. Morever, it contributed 40 pecenG®P
growth and 50 percent of employment (Das, 2017)wéier, with the limitation in the finance and the
market with the high volume of competitors, each ESVhave to face the challenge of utilizing the
knowledge sources, and the reduce the turnoverTatdeal with these challenges, it is importantetalize
that leverage the knowledge sources could makekmiosvledge intensive environment, and this is the
attractive organization to recruit and satisfy tiddents.

With the aims to develop the operation of SMEsreheas some impirical researches done to figure
out the impacts of knowledge management operatitim ttwve SMES success in both foreign and domestic.
Each of research contributed the seperate findiogshe future development, for example the impafct
knowledge practices in SMEs success (Pham & Ngw@hy), the influence of knowledge management on
the innovation performance within SMEs in Lam Dgmrgvince (Pham & Hieu, 2018). To review again the
effect of knowledge management, this paper is coteduto analyze the effects of knowledge management
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divided in process and approaches to the emplogagsfaction, loyalty and job performance in SMEs
located in Ho Chi Minh City- one of the most deyeia city of Vietnam.
Problem Statement

Anrancha Gonzalez who is the director of interrmegtidrade center said that characteristics of SMEs
is energized, creative and adaptive to the chargalarket and innovation of the technology. In thexldy
SMEs has also contributed most for the economiavtiroand also support to deal the society issue-
unemployment (Gonzalez, 2018). And in Vietnam, SMiEcount for 96.7 percent of the total number of
enterprises in Vietham. SMEs now play the roledntibute for the economy enhancement and cregiing
for soceity. Nevertherless, in the circumstancénoitation in the access of knowledge managememiES
are considered as leakage in access the knowledgagament, which could give the the effective seairc
for emplimenting in their job. In addtion, the jalrnover rate is also under the control becaussedirectly
drive the success of business.

As Nunes and his team reported, there were somessa knowledge perceive, knowledge use and
knowledge represent in Yorkshire SMEs. As the testlanalyzed that the perceive of knowledge
management in the managerial level is not at thaifyr because they did not appriciate the cruicidé of
this item (Nunes et al., 2006). This made the Viallezffect inside an organization, and thus, isvealack of
utilizing value of knowledge in competition withetlothers by both managers and employees. After that
knowledge management is considered to be moreiakraad implement in the internal environment,
however it required the time and finance to devetopetter. In addition, the researchers commitedat t
knowledge management could prevent the knowledgkalge in the business where the turnover rate
traditionally depended on the knowledgable empleyieg the knowledge management strategy had been
implementaed to guide individual to transfer tteiperience, skills to the employees who were fufifthat
position to ensure the job and tasks could betadswell (Nunes et al., 2006).

Furthermore, it is agreed that knowledge acquisiti@s one of the significant steps. This supported
each person to organize and structure the repoddatabases inside the business via documentsinmee
or webpage, as the result, the knowledge couldapéuced and apply in the organizational processth@en
other hand, it is hard to manage both implicit arglicit knowledge. In detial, most of the processere
focusing on translating the implicit into explidinowledge, which required the high rate of cleasnes
reasonale and acception from the employees. Howiweas the barrier in the SMEs due to its diffics
in availability of knowledge sharing and dissemé&ota In SMEs, there was complex to plan for the
systematic of learning meeting (Nunes et al., 20@®pecially in Vietham, the concept of knowledge
management in SMEs are still new. There was a litbcedures or paper conducted to mention anciexpl
about this term to businesses. A few audienceseaafout this due to several workshops, traningseour
and sharing meeting since the start of the yea®,200wever, the plan for knowledge management gsoce
begin at the limited stage. Until 2008, Vietnam had changed siginifcantly in the knowledge economy
comparing to the other countries in the same region the economy-based, especially SMEs, had not
realized the importance of knowledge retention (2008). In 2021, Vietnam was at 104th ranking i@ th
competition of Knowledge Economy Ranking accordioghe report of World Bank, this showed the fact
that, Vietnam was stil falling behind in the aclément of economy-based environment (Bank, 2012).
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In the researching topic, employee satisfactiorthes concern of many authors due to its direct
impacts on the outcomes. More researchers studiedtgob satisfaction via the job design, leadgrshi
working environment or the managers. The knowledgeagement influences on the job satisfaction due t
its availability and capability to give the souraginformation whenever the employees need. However
there was a few papers done in this topic. Whigetelc wire and cable group in Taiwan was expldogd
Lee and Chang in 2007, this showed the consequdratethere was a positive association between
knowledge management and satisfaction of employlees & Chang, 2007). Then, Singh and Sharma
highlighted the same results when analyzing theneotion between knowledge management and
employees satisfaction in the Indian telecommurgoaindustries (Singh & Sharma, 2011). In addition,
Almahamid and his colleagues found the factor obwiedge sharing was the item influencing the
employee’s satisfaction most (Almahamid et al., ®0Differently, Koseoglu et al. (2010) gave thadst
which did not demonstrate the same result. Theetadion of knowledge management (including knowkedg
sharing and knowledge transfering) did not makeleyegs at luxury hotels in Turkey satisfied enoub.
sum up, this is insufficient and inconclusive twegithe statement that knowledge management could
enhance the employees’ satisfaction.

Another concern of organization is how to manage reluce the turnover rate, because it costs the
time and finance to replace the vacancy by reoiidind training the new hires. An estimation ofn¥umn et
al. has stated that this cost could range to ar&@ngdercent of the worker’s annual salary (Johreoal.,
2000). This damages the process of each orgamzdtie to when a person leave, the company does not
only lose an intellectual capital, it also sometiehships of that person who getting during thekivy
process. One of the worst results is that the ctitope gain those value assets (Stovel & Bonti)20
Thus, the employee loyalty become more criticak Télationship of employees satisfaction and engdey
loyalty has been demonstrated previously. Somedtidat the more employees satisfied with their job
more they would stay and make effort for the congmaniVhen the level of satisfaction raise, emplsyae
willing to commit the organizational goals and altavith the working environment, and vice versahié
level decrease, each individual would be tired amdssfull whenever working, they would seek fag th
better place (Durkin, 2007; Turkyilmaz et al., 2D1However, the others argue about how those cascep
could explain for each other while the job satitat describes the attitude in the present time,ldlyalty
level shows the plan and motion for the longer tad®nce, some of researches show the weak connectio
between these variables (Pandey & Khare, 2012)hufeinore, to analyze the relationship of job
satisfaction and loyalty in term of knowledge masragnt, there are scant evidences, which leadetgap
in the understand of knowledge management’s benefit

Besides, the performance of business is the basome to show its success and competitive
advantage. Knowledge management has been investigat give the comment in improving the
performance. For example, Kianto et al. (2016) meoeneded that the relationship of knowledge
management via employee satisfaction, and job padonce however, it was assumption in his researches
The behavior of employees when they are satisfeaddcbe more productivity and creativity. A survefy
University of Warwick stated that when people det high level of satisfaction, the productivity Mduise
up to 12 percent more, and vice versa, the prodtictivould be reduce by 10 percent less if they are
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disatisfied (Columnist, 2017). However, the linkikeeen knowledge management, employee satisfaction
and job performance has not been still unclear.usThecause of those mentioned reasons, this p@per
complete to highlight the relationship of knowledg@nagement with employees satisfaction, employees
loyalty and job performance, especially in the SNtEBlo Chi Minh City.
Research Objectives

The current study aims to reach the following otiyes

- To figure out which factor related to knowledge mgement affects employee satisfaction,
employee loyalty and job performance in SMEs inGto Minh City.

- To highlight how these factors impact the stafigfaction and employee’s performance.

- To define the key items of knowledge managemenuénicing employee satisfaction and job
performance most.

Literature Review
Knowledge Management Practices

Knowledge, in general, currently is the strategietmod to determine the organizational ability to
take the opportunities and obtain a sustainablepetitive advantage. According to Von Krogh (1998),
knowledge management is the process of how to ifgeamnd take advantage of cumulative knowledge
available in an organization, industry, and mart@thelp the organizational performance (knowledge
management contains the knowledge process, whaseglare knowledge formation, sharing, acquisition,
transferring, and applicating, combining with irdiaictures, capabilities, and executive activi{i@sld et
al., 2001; Lee & Choi, 2003).

It is currently described as knowledge managemethedriver competitive advantage but when the
economy changes, it could make the knowledge charmgeasingly. The harder way to obtain the human
capital, form proprietary knowledge brings diffigulto share and replicate it in the organizational
environment (Drucker, 2006; Prusak & Matson, 20@6)owledge management is understood by Chen in
2006, as the process of converting knowledge istdopmance and share to other generation to retaih
update. The other paper was researched conductedhby and Lin (2002) to figure that knowledge
management is the chain from collection, storagel dissemination of the available knowledge. In
another perception, knowledge management was tescas the process of finding important knowledge
and experience required for problems solution. &dv&eps of this process would be included dynamic
learning, strategy planning, decision making, dmehtselecting, organizing, disseminating, and fearnag
knowledge (Gupta et al., 2000). Although all diffet definitions of knowledge management state séver
meanings, they also play a significant role in bess effectiveness since the uncertain changelein t

economy and the cycle of the faster cycle of knogte processes and approaches could capitalize the
benefits from its application.

Knowledge Management Processes

Get, M., & Terziovski, M. explained in the concepat knowledge management processes were a
chain to reach the resources, learn the new skdllsvell as experience, and then utilized it in Wk
performance with the consequences as the custoaiee \(Gloet & Terziovski, 2004). The process of
knowledge management included knowledge creatiommwledge acquisition, knowledge sharing and
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retention. These phases are indicated the progdeari distinguishable types individually.
Knowledge Management Approaches

Knowledge management approaches are different deggron the core value and structure of
organizations. This could vary from informally (s&danedia) and formally (personalization and cawifion)
(Powell & Ambrosini, 2012). Many researching papexplain the conflict of how employees reach the
resources of information- fundamental sources @iwadge, it could be from the outside tools, or thiee
it either comes from the co-workers, employersheirtpersonalization.

Employee Satisfaction

As the remarkable considering item, employee satigfn was discussed by many experts in some
areas of leadership, operation, psychology andwehéSaleem et al., 2010). This item was explaiaad
characterized as an emotional condition arisinmfreork experience.

Employee satisfaction plays an important part e performance of a company. Several forms of
research have been carried out to boost the wdikfasaion level from the staff in diversified inslnies
such as the academic sector, hospitality, publitosethe non-profit sector, naval sector, and ieuative
sector (Tan & Waheed, 2011). In general, previdudiss have typically showed that employee satiifac
is correlated with earnings, occupation stress, paony, bureaucratic administration, empowerment,
personal development, accomplishment, relationstith others, overall working environment (Tan &
Waheed, 2011). However, Kianto et al. (2016) stated employee satisfaction level is also affedigd
other factors related to knowledge management petise. More importantly, after analyzing the
relationship, the company could generate the wagrldtrategies to improve the knowledge management
process and motivate employee not only performebditt also provide customers with better qualified
services, which lead to enhance the customer'siexjge and customer satisfaction.

Employee Loyalty

Employee loyalty based on the view of Allen ands@tffie is the psychological motion of willingness
to stay at the organization where they work (Agerisaffe, 2001). Mathieu and Zajac (1990) defirtleat
loyalty mostly depended on the belief of employabsut the organization goals and values that mietiva
the strong retain the menbership within the orgaion. While the job satisfaction reflects the effee
respond of employees toward their job, the emplogsalty is the behavior to attach with the whole
organization. When disatifaction level was raisiad, more employees would recede the job, seekhfor t
new one, as the result, the turnover rate woulthbeeasing to cause the problem for the companie(So
2000).

Job Performance

Job performance is the actions and behaviors thataees do toward their job, which is related to
the organizational goals (Campbell et al., 1990)sTs defined as the behaviors more than the owsagot
because based on these people could think of giestavay to achieve the targets and objectivesgMu
& Kroeker, 1988). Job performance is one of ther@sting items that each company would like to mesas
since it could directly affect the productivity aeffectiveness of operation (Hunter & Hunter, 198a)this
research, the performance of employees would baifekel according to job satisfaction led by sepeda
elements of knowledge management.
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Small and Medium Enterprises (SMES)

SMEs stand for small and medium enterprises whicttribute significantly to the economic growth
in Vietham. There are some measurements to evahmt@odel of SMEs such as volume of assets, vadume
of fixed assets, turnover rate and operating chpiiawvever, to have the information of tunnover aagital,
it is quite sensitive therefore, the valid measwsts could be analyzed is the number of employees
(Burgess et al., 2009).

In Vietham context, the SMEs usually have less thhnemployees, these are the very small
enterprises. And from 10 to 50 employees and tipitatas not over 10 billion VND, the enterprisee a
small. When the number of employees is from 5000 and the capital from 10 to 50 billion VND, thees
of enterprise would be at medium.

Hypothesis Development
Knowledge Acquisition and Job Satisfaction

Knowledge acquisition is considered as the begmmsiep of this process. It is the practice of the
corporation to collect, gather the available infation from different sources (Kianto et al., 201&)r Alavi
and Leidner, this process concentrated on the agijgin of know-how, infromation creation, mobilizat
and dispensation (Alavi & Leidner, 2001). The otkdescription of knowledge acquisition was writtgn b
Meihami and Meihami in 2014, the effectiveness aftaring knowledge was also gained by the
organization and management of the knowledge. Ttwe well-organized data was stored, the more simply
employees access the resources (Meihami & Meih2®ii). With the diversified sources from the exéérn
environment such as competitors, market and cal&ilve arrangement play the vital role to give the
necessary and updated information, knowledge aalbtype of organizations (Cohen & Levinthal, 1990;
Zahra & George, 2002). Thus, the acquisition stageore difficult in today's society.

Especially in the human resource field, the knogéedexperience, and skills are formed based on
the multi-dimensional aspect. People do not onlgneat to the internal knowledgable sources but also
outside ones. It is critical in the current globation, employees need to know the knowledge from
domestic countries and update the knowledge framida countries via facilitation and among emplayee
to recruit and develop the labor force to adaph&environment of a multinational organizationnkke, the
practice of knowledge acquisition should be momossly considered. The managers should create more
conditions, and provide enough devices to optintiechance of individual knowledge accession with t
given context to drive job satisfaction and therpkyee’s behavior.

On the basis of the above discussion, the folloviyygpthesis is developed.

Hypothesis 1: Knowledge Acquisition (KA) has a piesi association with job satisfaction in SMEs in H
Chi Minh City
Knowledge Sharing and Job Satisfaction

Knowledge could be retained throughout via the siegharing with the human experience and
interaction in society. Sometimes, the knowledgghhbe nuanced and one of the most comfortable and
easiest way to communicate is by face-to-face coiifdonaka & Takeuchi, 1995; Stahle & Gronroos, 00
This is an essential phase in implicit knowledgarsty. For this reason, the organization shouldivatg
and inspire more face-to-face discussion or shdiing to the learning experience, and build thewdedge
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sharing culture within the working place (K Dalk2Q05; Nonaka & Takeuchi, 1995). Knowledge sharing
could be formed from informal communication, braimsing, coaching, and mentoring (de Jong & Roelofs
2000).

Knowledge sharing plays the important role in lé@gnand developing because it shows the
willingness of each individual who either supplasd demands to get the new capability and expesgenc
(Bock & Kim, 2002; Lichtenthaler & Ernst, 2006). &lknowledge sharing among staff usually contaies th
unique and personal, which is concluded via theendagion and working years. Therefore, the company
should encourage employees from any level to shatk receive the knowledge either it is general or
technical (Rehman et al., 2014). Nature of knowdedgotivation to share, the opportunity to share] a
experience of the working surroundings were thegaies inside the behavior of sharing and wasldivi
by researcher Ipe (Ipe, 2003). Taking into consitien, employees satisfy with their job via knowded
sharing because it makes the enjoyment, happinikess supporting others, and self-efficacy. Moreotres,
technological devices help the employee now toinktze knowledge convenience and perhaps, create a
sharing atmosphere in the organization (Cabres&,e2006; Kim & Lee, 2006).

By these reasons, the high rate level of satisfaatould be made from knowledge sharing, which is
encouraged inside the organization. The below Hgx$ is suggested.

Hypothesis 2: Knowledge Sharing (KS) has a posiissociation with job satisfaction in SMEs in Hoi Ch
Minh City.
Knowledge Creation and Job Satisfaction

Knowledge creation is characterized as the abittyormulate new and useful ideas as well as a
solution for the business situation with the concef different aspects. Some processes that coald b
involved are technology, production, and manager({idanhaka & Takeuchi, 1995; Teece et al., 1997)sThi
is the key item to sustain the performance at tbekplace because the knowledge could be formed when
the organization and members suffer the changenoovation as well as learning from each other
(Eisenhardt & Martin, 2000; Nonaka & Takeuchi, 1295

When the organization requires innovation, develpimand improving the process of the new
skills, the knowledge is generated. The outcomt ibuild potential and self-transcending knowledge
motivate and capture the new insights into diffetevels inside the corporation (Scharmer, 2001).

The practices of knowledge creation is able to debple produce an alternative for existing
knowledge (Brix, 2014). By following the methodologeliberately, the alternative is driven to gee th
goal-setting (Kao et al., 2011). When the new kmalgk is available and awarded, they would reorgaihiz
to be more understandable (O'Connor & Rice, 20T8)s process enriches the company’s intellectual
repositories, by this, the companies could stoceraapply it as the learning process to transfemtiocess
successfully (Argote, 2012).

Thereby, people could be more comfortable withpgracess of knowledge creation that gives them
the idea of altering the knowledge and adjustirgdiange if it happens. The next hypothesis isqzeqp.
Hypothesis 3: Knowledge Creation (KC) has a positigsociation with job satisfaction in SMEs in Hai C
Minh City.

Knowledge Retention and Job Satisfaction
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After a long period of working, some expert knowjedvorkers leave the company, this makes the
knowledge is not continuous. Most of the knowledganagement concept is only focusing on the
knowledge subject, not the knowledge person (K aB005). To limit this limitation, Kianto develeg
the hypothesis of knowledge retention, which regmréa group of activities of managing the turnover o
employees and related losses of professional krgel¢Kianto et al., 2016). The knowledge comingrfro
an expert could be lost if they leave the orgaionatfor the reasons from their personal or company

There is a huge volume of knowledge, which showddransferred before the expert leaves. The
challenge is how to re-hire or allocate the newasne retain similar knowledge efficiently. Howeyarost
people are afraid of this transfer, firstly becaiise a huge volume. Secondly, it is abstract. S[itbe need
for this process is to integrate the emotional espe let people believe in the knowledge trangfigrr
successfully (Liebowitz, 2011).

The knowledge retention is not applied only wheaffgetires, it has to be capitalized, utilizeddan
operated well even before the retirement of an exftes believed that knowledge is continuoudhasng
among employees, even it is shown in written or-woitten documents, via offline or online sharing
discussion. Inside the organization, the successf@ration is to utilize and generate its profasaio
expertise into the organization's asset (Choo, 199& hypothesis is developed as below:

Hypothesis 4: Knowledge Retention (KR) has a pesitissociation with job satisfaction in SMEs in Elai
Minh City
Knowledge Codification and Job Satisfaction

The knowledge is needed to be codified and reuseafsimilar situation as well as storage.
Knowledge codification requires practices to speaify codify implicit knowledge, store it in doclents,
and update knowledge for those in the organizgtienJong & Roelofs, 2000).

Currently, the added value of conveniences fromraanication and digital tool, flatforms, and the
system is more than the pass. Hence, employeed teukquipped and encouraged to facilitate, access,
codified, and transfer the sources of the availdalabase into the knowledge. The more employeifie®d
knowledge from abstract to understandable, the rtieg satisfy and generating a better outcome (Kimi
Dalkir, 2005). Thus the fifth hypothesis is exanuiraes:

Hypothesis 5: Knowledge Codification (KCO) has aipee association with job satisfaction in SMEs in
Ho Chi Minh City.
Personalization and Job Satisfaction

Whereas knowledge codification is the way to docotns¢aff knowledge as well as a collection into
the system to maintain and develop the big-sizesiM@dge sources from age to age, considering as the
formalization of social networks, personalizatiggpeoach is neither contact the ideal people nosaibithe
personalization tools to get needed knowledge trewVith the advantages from knowledge sharing,
personalization tool ultilized the interpersnoabrsenulication to facilitate the value of knowledgelidery
and imporove the output quality. Hence, the staifid productively solve the unique problem if ihoes to
the organization. Obeidat’s statement concluded gwsonalization provides innovative practices to
employees, thus they feel happy and successfulrtbteir jobs (Obeidat & Abdallah, 2014). The sixth
hypothesis is depicted as:
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Hypothesis 6 Personalization (PE) has a positive associatiah b satisfaction in SMEs in Ho Chi Minh
City.
Social Networks and Job Satisfaction

In 2012, Powell and Ambrosini perceived that sociatworks had its own effectiveness but
limitation, which had not created innovation insith® working place. By definition, the social netwo
could help staff get the information and knowletigecontacting directly the providers within thesam or
subunit accross the organization, it almost depewowlstheir present knowledge memory (Powell &
Ambrosini, 2012). An arugement was that people lystnild their social networks based on what they
already know, if perhaps they information providessoutside of the organization, this would cause t
barrier for the employees if they contact to getwledge. This paper analyzes this item to answesthér
it affect positively or negatively. The seventh bilpesis is presented as follows.
Hypothesis 7: Social Networks (SN) have a positgsociation with job satisfaction in SMEs in Ho Chi
Minh City
Employee Loyalty and Job Performance

In Kianto's research, he also noticed the relatigndbetween job satisfaction and employee
performance, however, the statistic was not co®dnThis item was analyzed in decades as the sitefe
researchers. In Herzberg's review, the result weas ®s optimistic. This shows the context thatwiag
employees behave well is influenced by their ateti (Locke, 1969). However, some other researah als
showed a lack in the theory involved to test thb gatisfaction-job performance model (Schwab &
Cummings, 1970). From this recognition, researclpaid more attention to the prospective mediatocs a
moderators of the model (Judge et al., 2001). Ehationship between job satisfaction and perforreaac
hence suggested in this paper according to therfaof knowledge management. The eighth hypothssis
tested as:
Hypothesis 8: Employee Satisfaction (ES) has atipesassociation with job performance in SMEs in Ho
Chi Minh City.
Employee Loyalty and Job Performance

As demonstrated earlier, the more employees aifeedawith the job, the less readiness of quitting
the job could happen. Employee with the psycholoiggmotion which show the happiness and deliglety th
would contiue work with the current employer. Thias the confirmation of some evidences from theé pas
(Fletcher & Williams, 1996; Wu & Wang, 2006; Wu &hnan, 2006). And the converse finding which is in
detial that when employee are not satisfied withrkiviy environment, they are willing to quit the jod
seek for another comfort companies (Durkin, 2000pMy et al., 1979). However, there was an argument
that job satisfaction was not fully shown the cartima with the employee loyalty (Prabhakar, 2018)e
other argued that the employee satisfaction showremotional attitude toward the job in past andecu
time, while the loyalty describe the long-term pgaylogical emtion, thus it could not be fully explad for
each other (Chen, 2006; Khuong & Tien, 2013; Lodlé89). Therefore, the hypothesis is determined as:
Hypothesis 9: Employee Loyalty (EL) has a positasociation with job performance in SMEs in Ho Chi
Minh City.
Employee Satisfaction andlob Performance
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In Kianto's research, he also noticed the relaligndetween job satisfaction and employee
performance, however, the statistic was not com@nThis item was analyzed in decades as the sitefe
researchers. In Herzberg's review, the result wa® sis optimistic. This shows the context thatvilg
employees behave well is influenced by their attét (Locke, 1969). However, some other researah als
showed a lack in the theory involved to test thb gatisfaction-job performance model (Schwab &
Cummings, 1970). From this recognition, researcpaid more attention to the prospective mediatas a
moderators of the model (Judge et al., 2001). Elegionship between job satisfaction and performaac
hence suggested in this paper according to theriaof knowledge management. The eighth hypothgsis
established as:

Hypothesis 10: Employee Satisfaction (ES) has @&ipesssociation with job performance in SMEs ia H
Chi Minh City.

Methodology

Research Approach

To experiment the relationship between independentbles including Knowledge Acquisition,
Knowledge Sharing, Knowledge Creation, KnowledgéeRton, Knowledge Codification, Personalization,
Social Network, Job Satisfaction and the dependeanible, Job Performance, a quantitative design is
utilized in this research owing to its benefitsg@antitative approach is defined as the methodidoiring
out the relationship among variables via some siiedil strategies, as a consequence, the resulbwil
derived (Creswell, 2003).

By using this approach, there are many steps tiohe before committing outcomes. All completed
the step by step, the results will be derived agst the hypotheses whether they are right or wrong,
supported or rejected (Zikmund et al., 2013)

The questionnaire survey will be both printed aodducted on Google Form, which will be shared
most on the social media as the Facebook chanhelslirvey questionnaire is translated into Vietrsarie
help target respondents understand the statememtrebensively.

Sample, Sampling and Data Collection

300 target respondents who are working at SMEsarCHi Minh City will be approached to collect
the necessary data. There are several reasonlsdosing the sample size of 300. Firstly, the higlaéio of
the minimum subject would be better and the itetio rat least 5:1 was suggested by Gorsuch and Eatch
in Exploratory Factor Analysis (Gorsuch, 1990; Hwac 2005). In this study, there are 39 questiartstal
for measuring both independent and dependent \Vasiafhherefore, the number of respondents for this
questionnaire should be at least 195. Then, istisn@ated to reach the sample of 300, generatirig natio
nearly 8:1. Secondly, the scale to determine saipke was suggested by Comrey and Lee as fourstevel
very poor: 50, poor: 100, fair: 200, good: 300 (Ceyn& Lee, 1992). As a result, it is evaluated asdy
enough to get the analysis from 300-sample-siza clatection.

Convenience sampling is used in this research. tbuene and resource limitation, this sampling
method could reach the data from conveniently pboespondents. Moreover, the population for tbjsd
is still unknown, this convenience sampling meth®dimplified to get the outcomes, and the ease and
comfort would be delivered to answers which coulelvpnt the biases.
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The pilot test is used for the primary purposeadting the reasonal sample from target group to
prevent the problem of mislaunching the survey. Tdwult of the pilot test would show that whethee t
target respondents correctly understand the questice and the questionnaire should be redesigned i
order to gather the necessary data within thedimoib of time and resources.

Measurement of Variables

In the present study, independent and dependerdbles are measured by the Likert scale from 1-5
meaning ranging from completely disagreed to cotepjeagreed. Specifically, Knowledge Acquisition is
assessed by the items designed by Kiant et al6§26{enttonen et al. (2016), and Lin (2007). Knaige
Sharing is evaluated by the items adapted from tkéaml (2016). Knowledge Creation is measuredhey t
items developed by Kiant et al. (2016) and Henttoseieal. (2016). Knowledge Retention is assesseitidy
items adapted from Kiant et al. (2016). Knowledgeliication is measured by the items designed BnKi

et al. (2016). Personalization and Social Netwdsksissessed by the items developed by Obeidat and
Abdallah (2014) and Powell and Ambrosini (2012).oyee Satisfaction is measured by the items adapte
from Kiant et al. (2016) and Kainkan (2015). Jobrf&®®nance is evaluated by the items designed by
Henttonen et al. (2016). Employee Loyalty is meaduny the items developed by Phuong and Tran (2020)

Data Process and Analysis:

The statistical analysis would be conducted viahlstaitistic program of SPSS and AMOS20 with
several technique described as follows

Descriptive Analysis: This method calculates theamepercentage, and frequency distribution that
the demographic information supplies, for examgénder, company name, and position level.

Reliability Test: It determines the reliable lea the answer for each item. Most research will
consider the alpha higher than 0.7 to let the abescy level at least at the accepted level. Alghothe
higher score demonstrates the higher reliabilitydafa collection, it could not be over 0.97 (Stepba
2018).

Exploratory Factor Analysis: It is a statisticabtahat is used to reduce data to a smaller catlect
of summary variables and to explore the investigfadephenomena’s underlying theoretical structirem
this, the structure of the relationship betweeraldes and respondents is used to classifed (Osh&rn
Banjanovic, 2016). When the KMO value is greatemtl®.6 and the significant level is less than @rb,
acceptable factor would be acknowledged.

Confirmatory Factor Analysis: It is the techniqumpked after EFA- Exploratory Factor Analysis to
evaluate how well the relationship is representethle measured variables. In CFA, it should focughe
outcome of model fit measurement and some valiclitgck, shown in the brief that CMIN/df should be
larger than 2, CFI should be from 0.8 to 0.95, RMSEould be from 0.03 to 0.08.

Structural Equation Modeling: The structural equatmodel-SEM involves both factor analyze and
multiple regression analysis. This technique cogik the outcome of structural relationship between
measured and latent variables. The standard outodf8&M is similar to CFA technique. Two evaluason
which are usually illustrated un this technique higothesis test- identifying the relationship aigon
variables; and Bootstrapping- check the reliabitityd indirect effects among independent and depgnde
variables showing via p-value. The result is valeatp-value is smaller than 0.05.
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Conclusion

Knowledge is the intangible and unlimited assetifalividual to obtain, learn, and apply in the
working environment. The purpose of the study isptopose the research model for investigating the
association between knowledge management, empkatedaction, employee loyalty and job performance
in enterprises in Ho Chi Minh City.  Seven dimemsi namely knowledge acquisition, knowledge sharing
knowledge creation, knowledge retention, knowledgelification, personalization and social networks
knowledge management are adapted from other rémzarto measure knowledge management. Not only
online survey but also offline survey is utilizea dollect the data on knowledge management practice
small and medium enterprises in Ho Chi Minh CitheTcollected data is then processed using SPSS and
AMOS to examine the links between the independedtdependent variables.
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Abstract

The purpose of this study is to examine the onfactors (company reputation, website design, servic
quality, and security and privacy policy, and relaship commitment) on online trust. Furthermores w
aimed to find whether that online trust translates offline repeat purchases. A pre-tested questdge
survey was used to gather responses from the cansussiding in Afghanistan. Two hundred and ftfio
valid responses were received for data analysiSSSP1 and AMOS 21 were used for demographics,
confirmatory factor analysis, and structural equagimodeling. Findings showed that Company Reputati
Service Quality, and Security and Privacy Policd &elationship Commitment positively predicted pali
trust, positively predicting repeat purchase iriantThis is one of the first studies to examine itifluence

of online factors on online trust and offline repg@archase intentions in Afghan students. In additi
relationship commitment was introduced as a nowetofr affecting online trust and repeat purchase
intention. The study has implications for researsrend practitioners as well, which are discussethe
following sections.

Keywords Company Reputation, Service Quality, Security pridacy policies, Relationship commitment,
online trust, repeat purchase intentions, Afghanist

1. Introduction
1.1. Background

Interpersonal trust is a belief held by one permsogroup of individuals that any term, promise, lsgg or
written statements that they might trust on eadter{Rotter, 1967). 'Online trust is faith in thexf by
shareholders concerning their business activitigbe electronic channel. The role of a websitgeisessary
for a business to consumer (B2C) and business $sméss (B2B) in electronic business. According to
Forrester, in 2000, 51% of firms would not preferdo business with their partners because theyoto n
believe in different websites (Shankar, Urban, &&u 2002). The emerging electronic economy brimgs
new business models for online retailers and buyeosldwide, looking for new challenges and
opportunities. Internet is a driving force for teenerging economy, which has given birth to online
transactions. In the 21century, online selling is the most progressivey whbuying and selling for most
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firms. For instance, in the U.K., the online buytmmmunity has risen from 25.5% to 14.6 million brs;
which they bought £8.2billion ($14.3 billion) of qmucts through online websites from 2004 to 2005. i
means online shopping grew by 28.9 % (see www.bbakg. The same case in America, in 2006, buyers
consumed 670 million dollars on Cyber Monday, whitleans 25% greater than the previous year
(www.usatoday.com

The existing marketing network and channels are aovessential part of many different channels
for maximum customers. Even though there is ph{sibaenteeism, retailers find new methods to dgvelo
healthy e-business relationships to lessen theimgg on internet users (Warrington, Abgrab, & Gaell,
2000). The famous media published news that prambihigh gaps in online security are causing hacking
and spamming than ever before, which is some staifigiata suggesting that a massive portion oinenl
business is fake. Significant variations of frawhil cases on the hacking of credit card numbenheo
leaking of personal information are causing alarmgarding consumer identity theft (Newholm,
McGoldrick, Keeling, Macaulay, & Doherty, 2004). these hurdles, the retailers must build a reliable
relationship with consumers to increase sales lim®musiness and foster customer loyalty.

The absence of physical availability of goods ahygsjral presence between consumers and sellers
reduces online buying and selling in a particulavi®nment (Jamil & Hasnu, 2013) which means tigst
essential. According to an online business stuthycesss elements in online business include tecgpdlat
is purely addressing security and privacy issuesotme degree (Lamonica, 2000). I.T. experts musk wo
out with their customers to review the value ostrand build the relationship in business.

According toE. O. Wilson (1999 businesses are improving themselves into a Ylotzaket, as
expressed by online business improvement. Moredhey, will need to imitate different customers tbe
first time to have unique norms and beliefs (Brdm&kthoefer, & McKechnie, 2004; San-Martin &
Camarero, 2012). To acquire customers from differeations and environments, it is necessary to
implement the new concept's market segmentatiorcefin To enhance their sales by classifying the
customers in the same categories, it permits thieeretailers to act fast while entirely failingeir needs
(Barnes, Bauer, Neumann, & Huber, 2007). Purchaaimg selling through the Internet and shopping is
usually known as e-commerce, and it is expandirsj & the network technology and flourishing of
information technology (C.-C. Wang, Chen, & Jia@§09). Ecommerce is including of online buying and
selling and several kinds of products through @nliransaction systems connected to the Interndt wit
Internet and computer networks.

The present study fills multiple research gapss Haper presents an empirical investigation to find
out how the antecedents of trust include websitgde service quality, company reputation, secustyd
privacy policy, which influence consumer perceptinithe Afghan environment. This study aims to gnal
the relationship of company reputation, websitagiessecurity and privacy policy, and service gyahith
the trust-building effort of the e-business. Sitloe established online marketplaces are curremtnown
in Afghanistan, we aimed to study whether trusted@yed online will translate into repeat purchasesn
offline context.
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2. Literature Review
2.1. Company reputation and online trust

The literature expressed that brand reputatiom igdication of service or product quality. It isvariable
that encompasses the service of information. Sgekiimrmation and risk perceived for selecting finm,
consumers used this variable to reduce the struggko, Qu, & Ruekert, 1999; Teas & Agarwal, 2000).
Furthermore, reputation provides its company withtization to perform and keep a good image thay the
worked very hard. For expressing the sign goodrodlypct quality, reputation always plays a significeole

in online sales. Before purchasing, people havadiose buyers to provide a facility to try, seed aouch
products. (Bramall et al., 2004). Buyers' expeotati about the company's offerings can constantly be
enhanced when the company has a good reput@aimmalensee, 1978; B. P. Shapiro, 1973).

According toTanaka (1998 when there is fast-moving variation in the pretdy customers from
different nations will not think similarly about lbme business. The company's reputation reflestpast
performance (Kreps & Wilson, 1980; Rosenthal & Lamd1979). Moreover, consumers' expectations are
always affected concerning offerings quality (Mdigg, 1977; Nelson, 1970; C. Shapiro, 1982). Remria
has been explained in detail where shareholdeastiation in the long term about what the compargnd
how the company meets their promises and makestseirghareholders' expectations, but especiatipdit
the overall company performance regarding socidipal atmosphere (Logsdon & Wood, 2002). According
to Whetten & Mackey (2002 certain kinds of shareholders' feedback to tlgamization concerning the
credibility of the firm's identity, which they claied is called organization corporate reputatdétten &

Mackey, 2002

The role of reputation is the same as equity ondbrgoodwill in the marketplace, especially in
several services. In the current study, we hypabkdsthe consumer's perception regarding purchasing
which is always defined by his or her expectatiomiol itself strongly affected by firm reputatiom |
previous articles, the interactive nature of a Brmeputation was studied in an ordinary manneogty &
Stephens, 1987; Lynch Jr, 1985; White & Truly, 198nformation and experience are two significant
sources of a firm's reputation which researcheve hacognized. Anyone offering will affect the canser's
expectation of all other offerings by similar maes just because of the consumer's experienctheln
entire product line, high-quality offerings can irape reputation (B. P. Shapiro, 1973; Wolinsky, 7198

A good reputation is a strength that can buildsconers' expectations regarding a firm's offerings
(Schmalensee, 1978; C. Shapiro, 1983). Furthernibmeduces doubts concerning offerings. Therefore,
good reputation helps the fast market penetraitwbértson & Gatignon, 1986). In a study of supe ki,
product uniqueness was similar to customer's répatand promotional effectiveness for purchasieg/n
products in supermarket study (Montgomery, 197%)e Way organization reputation helps as an entry
barrier (Milgrom & Roberts, 1982) and how reputatiserves the first mover to build locality and
relationships with buyers and develop a unique enaghin the industry (Porter, 1985). According(Raj,
1985) a good reputation will always provide a sgemposition to market share.

An organization that creates a solid reputatiomusted by the consumers (Koufaris & Hampton-Sosa,
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2004). When a few different people believe thabmpany requires a certain degree of integrity, eiity
and fairness, then a potential customer may benextito accept the quality (McKnight, Choudhury, &
Kacmar, 2002). An agency's reputation needs reahgth to support the company's share of valuesaand
extra trusting intention to establish new values.

H1: Company reputation has a positive influence ornertirust.
2.3. Service quality and online trust

In an online environment, excellent service qualéflects a company's attempt to provide higheviser
through good delivery, guarantees, extensive anthildd product/service information, and more
customization (Emons, 1988; S. Ha & Stoel, 2009r¥& Kim, 2009). When companies offer low-quality
services, they will not be interested in providangigh-quality warranty, so this is costly and fessin many
customer complaints. Developing a trusty purchasdrenment, including online transactions showing
humbleness in return policy, is one of the bestsy@gan, 1999; S. Wang, Beatty, & Foxx, 2004).

Current literature highlighted the relationship vibe¢n service quality and trust in many cases,
including in the online environment (S. Ha & Sta2009). According to (Singh, 2002) most online bsye
increase the expectation to develop the shoppipgreence based on the offered service. The rekttiprof
trust with service quality has been tested in @enimvironment (Gummerus, Liljander, Pura, & VanlRie
2004; Harris & Goode, 2004; Ribbink, Van Riel, hitider, & Streukens, 2004; Yoon & Kim, 2009).

According toZeithaml (1989, interaction after-sales, managing the objectfmuiicy for returning
product, and delivery are services for online selleffered by the company is called a service guali
Customers are always looking towards quality rathan the actual results of their desires from iigec
services. The buyer's thinking about service guatitght be generally specific and subjective. Istidl not
defended that what should be called the satisfadtidhe state of mind (Bitner, 1990) occurred mibran
an unknown period. It is difficult for the firm teliver better quality service by using a guaranteest
transmission system, and service and product caepiéormation (Emons, 1988; S. Ha & Stoel, 2009;
Yoon & Kim, 2009).

The different researchers examined trust conneatith service quality in an online environment
(Harris & Goode, 2004; Gummerus et al., 2004; Riklet al., 2004; Yoon & Kim, 2009). Advocates of
the different conditions have unique thoughts bseanf changes in nature and interest to make somiéyq
management in several quality ways. (Donthu & Y668 Liu et al.2001). When consumers complete the
early part of online purchasing, there is a corinacbetween satisfying consumer needs and trusghwh
later develops to be a powerful service part (HergbMausner, & Snyderman, 1959). (Gronroos, 1994)
suggested that the promotions of activities caluémice the buyer's expectation, outside influemndestify
two kinds of service quality. Therefore, it is hyfpesized that.

H2: Service quality has a positive influence on ontist.
2.4. Security and privacy policies and online trust

These three factors (trustworthiness, privacy, sewlrity) are the most helping elements for thevgroof
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(B2C) business in e-commerce using a higher lelvpt@motion. Lacking to know how privacy and seturi
relate to each other and hypothesized the spqmifi@cy and security issues, these two issues lai@ya
highlighted in the literature. According to Tayl¢2001), safe memory of information is mixed with
disclosing the information within the privacy cabeg related, discussed in the below section. Iis thi
literature, another general practice that proteetsiirance and its global practice denoted theigeamnd
privacy concern.

Privacy is when buyers share information voluhgahrough the Internet to permit buying.
Nevertheless, this assured that buyer's online ebaduld be affected by the privacy of informatiand for
e-commerce to be completely safe, potential breacne essential to be solved. Data collection, spam
choice, usage tracking are problems facing thereteand disclosing information with others. Thesated
zones are founded and described in taxonomy (HgWaee, & Wang, 1998). On Internet, the individyall
recognized information issues are covered by pyivac

In online buying, a client's trust can be influedcby security elements—protection of P.C. and
financial information or credit card which is prded by internet sellers (Bart, Shankar, Sultan, &du,
2005). Clients accepted that online payment chanae not always protected and may be blocked (J. M
Jones & Vijayasarathy, 2015). It reduces clientsstt not encouraging them to provide personal dath
make online transactions. On the other hand, tlggegeof insecurity and risk that clients see inirenl
exchange is not whether exchanges are genuinelyesg¢klang, 2001). Regardless of whether retailers
adhere to logical evaluation that relies on théaetogical arrangement and legal rules, that urakéile
sense of and security of consumers would be esséotbuild the required level of trust to enablidie
transaction (Chellappa & Pavlou, 2002).

Confirmation concerning security and privacy is ex@nt to the extent to which the website
guarantees the clients personal and monetary ifitom any area which research witnessed has egpend
(Kimery & McCord, 2002; Miyazaki & Krishnamurthy0R2). Security and privacy might be presenting a
declaration of safety and data on the security lmfpping instruments by showing the logos of those
delegated to outsiders. For instance, having tdustdernal logos, such as \VeriSign, guaranteesrisgcu
assurance and appearance to have an overall iropabbw customers value e-sellers reliabilifyatg,
Jones,& Javie, 2008 Security and privacy of online exchanges aregiged as the primary features of
online stores providing data to clients for deaisigH.-Y. Ha, 2004). Electronic bankiivgusafzai, Pallister,

& Foxall (2005 has shown that explaining the security and pyivaeasures induces customers to build
trust in the bank.

In online transactions, to build trust in the cansu's mind and make them ready for a transaction,
security and privacy always play a significant r@te-Y. Ha, 2004). According to S. Wang et al. (2Q0
building relationships with clients provides setwrand privacy disclosing for online sellers. The
identification of security and privacy needs prafdunfluence regarding the website (Alam & Yasi@1Q).
Those impacts are still not identified that leaghimight be connected positively. Therefore, therimt
Retailing Act, which is designed to interrupt penpivho, in everything that is said and done witHir@n
Exchange Safety Instruments, can enhance theiuowgrstrust in web shopping (C.-C. Wang et al., 2009
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The security and privacy issue affects how we sidme (Keisidou, Sarigiannidis, & Maditinos, 2011)
H3: Security and privacy policies have a positiveuafice on online trust.
2.5. Web design and online trust

Web design is the organization or appearance ofpdge. It looks like if the buyer visits it, Picts;
beautiful writings, and the seller's introductian the buyer and writing contain many web compositio
materials in various instruments (Susser & Arig20@). Website is a bridge between buyer and orgéiniz,

and buyer's satisfaction of needs and wants maleeguality of the website. Website is the primamycgss

for the trading customer consideration, and theeefthe website appearance and status are precious
(Bramall et al., 2004; Gummerus et al., 2004). Wab design aspect influences service provider aed u
trust (Feinberg & Kadam, 2002; Wirth-Pfeifer, Mi¢th& Wiess, 2003). For e-stores, the quality of web
design is vital, which is used by buyers.

Web design provides how writings are managed onwthlesite Ranganathan & Grandon, 2002
When customers meet within an online store, theytwaigh-quality software, not representative
(Wolfinbarger & Gilly, 2003). Lee and Lin (200%punded that design for the website, an applicatit
has an essential impact on buyer's satisfactiorpifcally found that overall consumer's satisfaatiand
perception about service quality has strongly adi@dy website desigiThe structure is seen as a sequence
of processes. Once again, the conceptual way kitig considers the framework as an assortmentetf w
page records. From the engineering point of viewatent, structure, communication, and introductoe
the four components of the format.

Further, (Ranganathan & Ganapathy, 2002) have @malr developed that purchase intention is
affected positively by website design. Nevertheléssre is a general agreement among the reseabbat
factors that manage the website. In the currenlysiue examine the nature of web design factoteviahg
the above work. We accept that web design factersia excessive number of the advancement of gaent
classification of such factors would assist us witttter understanding how trust in B2C e-commerce
business influenced. The website is the gatheriagepbetween consumer and company in the online
environment, and customer satisfaction is basetherwebsite quality. The website is the primary way
talk to the consumer. Its appearance and desigafanemense importance along these lines (Brantall.e
2004)

Web design could convince e-customer to reply atauer and area for variable impacts. Multiple
analyses have concluded that most of their cust®iioeus on preserving the web page, e.g., pictanes
colors relying on their substance (Fogg, 2002; @efe Straub, 2004). Many claims that the site's
appearance increased the value of the past pemicaran the site. (Sinha & Chandrakasan, 2001).akly e
survey in business-to-consumer (B2C) web-basedessisettings shows that web page plans effectively
enhance buyers' trust for new web vendétarimov, Brengman, & Van Hove, 20Ll1According to Cyr
(2008), online customers have confidence in thermétion design. Trust is achieved by the data
arrangemengtYoon, 2003. He explained that successful communicationustéd by the decision-making
discussion and confusion (Avinandan & Prithwird)03).
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H4: Web design has a positive influence on onling.trus
2.6. Relationship commitment and online trust

Morgan & Hunt (199% stated that relationship commitment is a beliefween trading partners and that
preserving their constant relationship is necesaad/that they can exercise their best effort ke tzare of

it. In the service relationship marketing zone (Be&& Parasuraman, 1991), it should be recommenkad t
"relationships are based on the establishmentareshresponsibility.” According to (Morgan & HuaQ94),
simple compliance of trust in a return relationslipcommitment. According to (Garbarino & Johnson,
1999), commitment is the feelings of respect, lyyeadferring to their blessing agreements, and eréte

of the clients towards the firr@wyer, Schurr, & Oh (198 7elieved that the buyer's objective to maintain a
relationship had been enhanced when buyer supposeidher-end cost. Responsibility for relationthe
type of predictable obligation that both partneesvéh to maintain their relationship. If both parger
developed a positive relationship, then surely heilh continue the commitment. In the absence of an
good relationship between partners, the intentorefaving is higher.

According to (Johnston & Johal, 1999), high trustween buyers would lead the vendors to take a
step towards better performance and obtain moreiteed. In this way, the producer's relationshipda
commitment will be affected by the trusted partidtoorman, Zaltman, & Deshpande, 1992) and
discovered that customer trust in exploration vesd®fully affected by relationships of testedtousers.

Theory of Trust and relationship commitment dem@tet! that commitment only affects direct and
interceding influences (Morgan & Hunt, 1994). Trasd commitment positively impact social tradesistr
is defined as one partner believe in the consigtemd trustfulness relation exchange (Morgan & Hunt
1994). Trust plays a significant role in a critiaaganization and needs partners to see each ather
trustworthy (Wilson & Mummalaneni, 1986). Trustedts the relationship commitment positively. (Marga
& Hunt, 1994) Relationship commitment is the akilib invest financial, physical, or relationshipated
resources in a relationship (Morgan & Hunt, 1994).

H5: Relationship commitment has a positive influencerdime trust.
2.7. Online trust and repeat purchase intention

Trust (Dictionary, 1971) is defined as "confidemeeor reliance on some quality or attribute of aspe or
thing, or the truth of a statement." According torgan and Hunt (1994), "Trust in the trade accooagli
unwavering quality and integrity, and it is cons&tk to be a key intervening and developing the
relationships trades." In addition, according todvfoan et al. (1993), "Trust is the ability to degpem a
trade accomplice in whom one has certainty.” Tnushe service supplier can be characterized bwiagu
believability and altruism (Doney and amp; Cano897). However, a lack of trust may lead to adverse
outcomes (Jamil & Qayyum, 2019).

A few researchers keen on long-haul connectionssemurently rehash their conduct and have
guaranteed that trust may, in reality, be a cruagle in safeguarding client expectations amidiiiesome
times. (Garbarino & Johnson,1999; (Doney & Canri#97). (Djahantighi & Fakar, 2010) expressed that
"an online trust is one of the key hindrances tesesucceeding on the web medium. An absenceusf is
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liable to dishearten online buyers from taking paré-trade”. The absence of entrusting (an orilinst) is
liable to dissuade any buy over the web (Merriledsy, 2003).

Trust in online contexts is essential to maint&ilations with consumers. More than ever, trustin a
online context implies consumer willingness to lénerable to a company and a belief that the firith w
fulfill promises and not exploit that vulnerabilifgr its benefit (Ranaweera, McDougall, & Bansd032).
Furthermore, according to (Spekman 1988), trustusial to relational exchange that it is "the @stone
of the strategic partnership” between the seller thie buyer. In simple terms, trust can be defiasdhe
belief by one party about another party that theeoparty will behave in a predictable (Luhmann79)9
(Rotter, 1967) also defined interpersonal trustassexpectancy held by individuals or groups thatword,
promise, verbal, or written statement of another lsa relied on. Online trust is an essential corepowf
the overarching conversation that has become aatiigsue given the times we live in. It is desedlas a
reliance on a firm by its stakeholders about itsitess.

Repeat purchase is the personal likelihood of ratividual continuing to purchase products from
retailers in the future. Consumption of serviceivdgl experience is crucial for the customer to sider
when choosing whether to repeat the transactioswitch; these variables are critical to the supglie
sustainability Bolton, Lemon, & Bramlett, 2006 Therefore, the research would illustrate thed of
customer experience on user repeat buying behalo®& Park (200% discovered that the consumer trust
source changes as the purchasing experience gvavils, the consumers ' satisfaction source remdias t
same irrespective of the buyer purchase experiembe. customer experience (C.E.) can help and
advantages in many problems.

Experience can help us to describe, for instanow; lkearning happens and what experience can
affect and modify the knowledge, attitudes, andavedr of consumers (Erdem & Swait, 2004). Therefore
the choice of mobile telephone services is buyimg @stimating the use of the consumer's experiértas.
is because the buying patterns, in which the ptedicand determinants have to be clarified, became
repeated choosing action as a continuous proces$h(& Raju, 1974).

The value perceived is the most valuable predioforepeat purchase intention (Parasuraman &
Grewal, 2000). According to (Parkinson, Ball, BlakeKey, 2009), users are online looking for valleab
products content, and websites more than ever. diak researchers have proposed that the prindipégs
drive customers to participate in retail shoppingude functional and hedonic aspects (Babin, Daréde
Griffin, 1994). Business studies and surveys sHww online customers now seek accessibility (Padaret
al., 2009) and freshness demand, discovery andiatiom, and intrinsic needs (Wakefield, Wakefiddaker,

& Wang, 2011). The role of perceived value in expltey the behavior of repeat purchases in the enlin
shopping context was focused on in recent studies & Gupta, 2009; Y. S. Wang, 2008).

Some analyze the impact of online shopping benefitsrepeat purchase intention, i.e., profit
intention association (Forsythe, Liu, Shannon, &dsar, 2006).Under the End Chain (MEC) Theory
(Gutman, 1982), shopping motivations have a hidieat structure, with benefits as sub-value obyjesti
Therefore, the value-intended relation is compatiwith the MEC principle that values are the priynar
priorities that cause behavior while the connectlmetween benefit and intention demonstrates the
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importance of more tangible objectives in determgnbehavioral intention; benefits serve as a méans
achieve values against the MEC objective hierarEligect conclusions based on preferred advantages a
difficult to draw from repeat purchase intentiongheout distinguishing them clearly from the undenty
(Botschen, Thelen, & Pieters, 1999).

Although marketing researcfiutman (199Y has long recognized the need to analyze therblgra
of customer priorities, the study on online repgaatchase has largely ignored this problem. Theegfibre
MEC theory must explain the relation between begefialues and intentions to provide a deeper
understanding of consumers (Dennis, King, & Wag@6ef7; Zanoli & Naspetti, 2002) while researching
online purchasing repeat purchase intentions. Sinst developed online results in repeat purchasés
conceivable to posit that the same will hold in ¢ffine context. Therefore, we put forward that:

H6: Online trust has a positive influence on repeatpase intention.

Company Reputation

Service Quality

Security & Privacy : > Repeat Purchase
Policies QL LDULE] Intentions

|

Website Design

Relationship
Commitment

Figure 1: Conceptual framework

The framework represents dependent and independeiatbles (see figure 1). Where company
reputation, service quality, security and privacjiges, web design, and relationship commitmer ar
independent variables, and online trust represantependent variable, repeat purchase intenticamis
outcome or intervening variable of online trustisTmodel is self-structured for analyzing the impaft
independent variables on the dependent variable.

3. Methodology
3.1. Sample and data collection

First of all, this study is primary research beeatlss is only for enhancing knowledge in the redearea.
Data were collected from students of Al-Taqwa busti, Afghanistan. For sample size decisions, Rhoso
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software was used, which is an online sample safeulator. At the time of data collection, the esity's
total population was 3500, so the resulting samsfde guided by an online calculator was 252. Tdeaeh

the desired sample size, 400 questionnaires wsteahdited among both males and females. Two hundred
and seventy-two were initially returned. From tha52 were found usable for the data analysis—the
response rate of males was 66.3%, and the fensdemse rate ware 33.7%.

Most of the respondents were between 20-30 yeadsileeir response rate was 57.5%. Almost the highes
response rate of response bachelor students wé%,78nd 16.3% were masters' students. The income of
respondents was different from those who are ks 20,000; their response rate was 16.3%, andebetw
20,000-40,000, their response rate was 34.1% taamelen 40,001-60,000 so, their response rate was 25

3.2. Measures

In this study, the questionnaire survey is useddguire the data about factors influencing trusorifine
business. Five independent variables, one intemgemariable, and one dependent variable is used. Th
intervening variable is online trust, and the dejset variable is repeat purchase intention. Inddgen
variables are company reputation, website desigmsite service quality, security and privacy poliagd
relationship commitment. The questionnaires ofti@teship commitment were adopted from Arnott, Wilso
Mukherjee, and Nath (2007), and repeat purchasationh questionnaires were adapted from Chiu, Wang,
Fang, and Huang (2014). The others five questiovasaiere adopted from San-Martin and Camarero
(2012). The model we tested here has seven cotstreach having multiple items measured using a
five-point Likert scale (1 strongly disagree, andgtBongly agree). Our survey instrument was dewedop
based on a quantitative measures total number es$tipms 32. For the descriptive analysis, correfati
analysis, and reliability analysis, we used SPSBaprimary tool. The CFA (confirmatory factor frsas)

and SEM (structure equation model) AMOS are usddals.

4. Data Analysis and Results

This portion of the study will run several tests $®SS, which is reliability analysis for reliance o
instruments used in data collection. Correlatioalygsis is used to analyze the relationship betwiben
variables. Descriptive analysis is used to anatiieedescriptive statistics and structural informatabout
data. Furthermore, linear regression analysisstedeto know the impact of independent variableshen
dependent variable.

4.1. Reliability Analysis

The reliability is checked through Cronbach alpékability. The value of Cronbach alpha value skiooé
higher than 0.7 (Hair, Black, Babin, Anderson, &heam, 2009). The first results indicate that conypan
reputation reliability is .703, which is above sg it is acceptable. The subsequent reliabilitgaivice
quality is .704, which is above standards, so @dseptable. However, the reliability value of séguand
privacy policies is .548, which is below the .7.cAading to (J.-C. Wang & Chang, 2013), it is coesél
moderate reliability and acceptable to report. Néx¢ Cronbach's alpha reliability of web design4i85,
which is below .7 and consider as low reliabilibdaacceptable to report (J.-C. Wang & Chang, 2013).
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Furthermore, the reliability of relationship commént is .644, which is close to .7, so it is
considered an acceptable value for reporting, Aednumber of items is three. Now moving forward th
reliability of online trust is .6 74, which is als®ar to .7, so it is acceptable, and the numbfeiteras are
six. The reliability of repeat purchase intentisn625, which is an acceptable value and threesitédhthe
results of the reliability analysis are given indvetable 1.

Table 1: Reliability analysis

VARIABLES Number of items

Cronbach's Alpha
Reputation 2 .703
Service quality 5 .704
Security and privacy 5 .548
policies
Web design 4 465
Relationship commitment 3 .644
Online trust 6 674
Repeat purchase intention 3 .625

4.2. Correlation analysis

The correlation is used to indicate the informatidout the relation between dependent and indepénde
variables. Independent variables are independeiatblas: company reputation, service quality, sizand
privacy policies, web design, and relationship commant. While online trust represents an intervgnin
variable, repeat purchase intention is an outcoan@ble of online trust.

The value of a person's range is between 0.00 @arelation) and 1.00 (perfect correlation). The
correlation between company reputation and onlmestt(.293) considers a week correlation and the
correlation between service quality and online ttrfu887), which is considered a moderate correfatio
Similarly, the correlation between security and/g@cy policies (.485) is strong because it is clos®. Then
the correlation between web design (.343) is camsidl moderate. Relationship commitment and online
trust correlation are (.485) although it is lesanth5 but still considered a strong correlationstlya the
correlation between repeat purchase and online(td22) is moderate. The results are given ingabl

Table 2: Correlation

R SQ SPP wBD RCM oT RPI

SQ 490
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SPP 347" 417" 1

WBD 337" 350" 294" 1

RCM 293" 403" 340" 308" 1

oT 293" 387" 480" 343" 485" 1

RPI 350" 366" 328" 284" 427 427 1

**_Correlation is significant at the 0.01 level@iled).

4.3. CFA analysis

Model is also found fit for further analysis. Tal3eshows the model fit indicators, which are roaam
square error of approximation (RMSEA); its valuewd be less than .08. Tucker-Lewis index (TLI) sldo
be more than .90, Comparative fit index (CFl) sdobde more than .90, Cmin/df, also known as
chi-square/df, should be less than 3 (Hair Jr, Bl&abin, Anderson, & Tatham, 2010). For the présen
study, Cmin/df value is 1.28, which is less thas@®ijt is acceptable. Similarly, the CFI value925, which

is greater than .9, so it is also acceptable. TiHeamd IFI values are greater than .9 (TLI .909 #rld922).
The RMESA value is .036, which is less than .3t sbacceptable.

Table 3: CFA analysis

Fit indices Achieved value Acceptable value
Cmin/df 1.28 Less than 3

IFI .922 Above .9

CFlI .925 Above .9

TLI .909 Above .9

RMSEA .036 Less than .08

4.4. SEM analysis

SEM (structure equation model) is used to testhyygotheses set forth. If the P-value is significdess
than .05), the hypothesis is accepted, otherwisetesl. Table 4 indicates the results of data amalysing
SEM. Company reputation is not significant towaaddine trust, so the H1 is not supported (Estimate
=.083, P =.113). The service quality significargtedicts online trust, and H2 is accepted (Edtrma 230,

P = .017). The security and privacy policies agni§icant and positive predictors of online trustding
support for H3 (Estimate = .420, P = 0.000). Thisuit also revealed that website design is a sogmif and
positive predictor of online trust, and the H4 iscaaccepted (Estimate = .256, P = .031). SimilaHg
relationship commitment is a significant and pesitinfluencer of online trust, and the H5 is acedpt
(Estimate = .402, P = 0.000). Finally, the repaathase intention is significant and positive tadgaonline
trust, and the hypothesis is successfully accefiietimate = .960, P = 0.000).
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Table 4: SEM analysis

A% DV Estimate S.E. C.R P
Service quality Online trust .230 .096 2.384 .017
Relationship commitment Online trust 402 097  8.14 %
Security privacy policies Online trust 420 114 671
Web design Online trust .256 118 2163 .031
Company reputation Online trust .083 .053 1.583 3.11
Online trust Repeat purchase intentions .960 2291944 ***

*** represents a significance level of .000.
5. Discussion

In this study, there are 5 independent variablesnfmny reputation, service quality, security andgmy
policies, web design, and relationship commitme@e dependent variable is online trust, and repeat
purchase intention is an intervening variable. Tihdings of this study are in line with existingsearch
(Zaman, Jamil & Kazmi, 2016).

H1 proposed that company reputation positive imfgeon online trust. This hypothesis was that
company reputation negatively influences onlinstirgo the H1 hypothesis was rejected in contoasatly
studies, where it was accepted.

H2 proposed that service quality has a positiveu@nfce on online trust. This hypothesis is that
service quality positively influences online trust, the H2 hypothesis was accepted as previousdyest

H3 proposed that security and privacy policy ha®sitive influence on online trust. Moreover, the
result of this hypothesis is that security and geiv policy positively influence online trust, soeth
H3hypothesis was accepted as in past studies etepied.

H4 proposed that web design has a positive inflaerconline trust. Furthermore, the result of this
hypothesis is that web design positively influenggbne trust, so the H4 hypothesis was accepted past
studies.

H5 proposed that relationship commitment has atipesinfluence on online trust. Moreover, the
result of this hypothesis is that relationship catmmant positively influences online trust, so thé& H
hypothesis was accepted as in past studies.

H6 proposed that online trust has a positive imfigeon repeat purchase intentions in the offline
market. Furthermore, the result of this hypothésithat repeat purchase has a positive influencentine
trust, so the H6 hypothesis was accepted as irspadies.
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5.1. Implications for researchers

The most important aspects of the online businesshe factors affecting trust. It plays a vitaleran the
success of any online company. Lack of trust imnensettings results in a lack of sales and graitbnline
businesses. The present study paved the way farefuesearchers to understand and identify moteriac
that could influence online trust and repeat puseh&ince the impact of online factors on offlioasumer
behavior is not widely investigated, it could seagea stepping stone for researchers.

An exciting finding is the insignificant impact @ompany reputation on online trust. Although
studies in other cultures found a significant ieflae of company reputation on online trust, theselts
justify Afghanistan's unique culture and marketplaBince consumers can physically examine products
when making offline buying, they look for other faxs like price and product condition. Finally, dings
are drawn from the Afghanistan context by identifyfive factors of online trust. These results stidwelp
future Afghan researchers to advance researcheosutbject matter.

5.2. Implication for managers

This research is relevant to all those companiasgarform their activities over the Internet. disha variety
of online business applications. We expect thigaesh to have a significant impact on developing th
e-shopper's trust. Using this study results, maisageél learn essential factors contributing toioal trust
and generate buying behavior.

Based on our results, we recommend the followirggestions. The first company must establish a
brand name that must have a unique identity andnwptcost, not lose its reputation. Second, as naisch
possible, a company should make the website usarely and straightforward to use so that the tlien
could connect quickly with a business. Secondgtiity of service brings consumers close to thagany,
which builds trust. It is proposed that servicelifyas never lower if an organization wants to popt its
customers.

Finally, it is essential to have an online preseegen if you are not selling online. Findings are
evident that consumers search for products onlketlaen buy the same products in the offline market

5.3.Limitations of the study and Future direction

Factors that can affect trust in an online envirentcould be a new study in the Afghanistan contamt
internet buying and selling culture in Afghanisiarat its grass root level. So, the limitationstlus study
are the following. First, data from university stitis were collected that may not represent theeatith
Afghan culture. Second, the data sample includ@sr85pondents with an online shopping experienae th
is a little bit low; a more significant number oditd might represent an accurate picture. Lasttysdcturity
issue always exists in Afghanistan when condudisgudy.

Data were collected from university students whefeture can be collect data from others segments
of the population. The current study sample size 882, which is not an accurate representatiohef t
whole population so that the future sample sizelmamore than that. In the current study, the samyals
used, but in future random sampling, it can be usdle current study based on the Afghanistanecdntn
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the future, they can conduct a study in other aoest
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In the world today, web is presently going aheamnfrtext information to media information, one oéth
significant security concerns is the assurancéisfrhultimedia information. Image, which covers thest
elevated level of the multimedia information, iecsrity is significant. This can be accomplishedrogage
encryption. This paper contribution is geared tasaecuring image transmission using digital signatire
the original image by encoding version of origimahge, the encoding of the images is done usingriam
control code. The goal of this paper is to develogystem that uses a symmetries method (Encryptidn
Decryption) for an image and also platform thatweohimage into string (Alphanumeric Strings). The
technique used is digital Signature which enabilesrécipient of a message to authenticate the seficde
message and verify that the message is intacttacrédates new symmetric block encryption schemes. A
error control code is determined in real-time om s$ize of the original image.

Keywords:Image Encryption, Digital signature, DecryptionuMmedia security

1.0 INTRODUCTION

With the ever-expanding development of multimedg@plEations, security is a significant issue in
correspondence and capacity of images, and encryfgione the approaches to guarantee securitgema
encryption strategies attempt to change over unigage to another image that is difficult to contped,;

to keep the image classified between clients, hrewoword, it is basic that no one could become more
acquainted with the substance without a key forodaw. Besides, extraordinary and solid security in
Storage and transmission of computerized imagesedsired in numerous applications, for example,
satellite TV, online individual photo collectionlirdcal imaging frameworks, military image interatges
and classified video gatherings, and so on. S astisfy such an assignment, many picture enawypti
strategies have been proposed. The image encrygdionlations can be characterized into three fogmit
gatherings: position stage based calculation, esteleange based calculation and visual change based
calculation [1]. With the development of Networksdathe rising measure of data that we live witheSéh
days, new systems of data handling are developrassto advance. The transmission and the capaicity
data. The limit of transmission and capacity isedeping, however so are the measures of data wiibhw
we are managing. It is here, where pressure geiertant. While thinking about information pressune,
discover the absolute most significant applicatitmshe fields of multimedia. This is on the groarttiat
those records contain high measures of data; ih ¢hpacity, engineers are scanning for proficient
approaches to diminish it. In this task we centeimoage pressure (Encryption and Decryption). Insabat

we will pack with our created calculations. In sews$ three and four we present the lossless arsy los
pressure methods from which our calculations haenlmotivated.

One of the principle objectives of this paper watiget familiar with Fractal pressure, and frisctes a rule.
From that point onward, | felt that it could berigtiing to build up a JPEG calculation, as thesgsdais
one of the most broadly utilized pressure strategiéhe objective was to think about those two lossy
pressure plans and different lossless pressureonietho as to get a worldwide vision of the subject.
Individuals intrigued by the subject can get atfirdught of the pressure accomplished when uttdizvery
last one of the pressure plans and arrive at regpidependent on the relative examination [2ffeDént
parts, for example, the foundation or the appea&am¢he mirror are hazy. Lenna is an image withouss
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degrees of difference and brilliance; the brightgnoriginates from various focuses, and we carttgsen
the cap and her face. The image contains a detand bf subtleties, and for each one of those regghis
picture is to a great extent utilized in the reatrh picture pressure (www.wikipedia.org/wiki/jpeg).
Additionally it is gainful to have a typical piceirto pack in established researchers so as tahest
calculations. On account of Lenna it is anything difficult to assess the outcomes and the effeatss of
an allowed calculation since we get the opportutotontrast the aftereffects of this calculatiowd dahe
consequences of other significant calculationslthatbeen utilized to pack the very same picture.

2.0 SECURITY ISSUES ON IMAGE

Multimedia security in general is provided by a hwat or a set of methods used to protect the muttiane
content. These techniques are vigorously foundecryptography and they empower either corresporelenc
security, or protection from theft (Digital Right4anagement and watermarking), or both. Corresparelen
security of computerized pictures and literary adal media can be cultivated by methods for stahdar
symmetric key cryptography. Such media can bedteas double succession and the entire informatan
be scrambled utilizing a cryptosystem, for exampdelvanced Encryption Standard (AES) or Data
Encryption Standard (DES) [3]. By and large, whae interactive media information is static (not an
ongoing gushing) it can rewarded as an ordinanbtoinformation and the customary Encryption metghod
can be utilized. Settling on what level of securgyequired is harder than it looks. To recograreideal
security level, the expense of the sight and sdaofudmation to be ensured and the expense of therasce
itself are to be thought about cautiously.

2.1 ATECHNIQUE FOR IMAGE ENCRYPTION USING DIGITAL SIGNATURE

In this scheme, according to [4] have proposed \a tezhnique to encrypt an image for secure image
transmission using digital signature of the origin@age is added to the encoded version of origimalge,

the encoding of the images is done using an emwatral code. An error control code is determined in
real-time on the size of the original image. Thgitdi Signature enables the recipient of a mess¢age
authenticate the sender of a message and verifytikamessage is intact. Create new symmetric block
encryption schemes. A chaotic map is generalizeidtogyducing parameters and then discredited uare
lattice of points which represent pixels or sombeotdata items. Although the discredited map is a
permutation and thus cannot be chaotic, it shadaia properties with its continuous counterpartomg as

the number of iterations remains small.

2.1.2 THEORETICAL FRAMEWORK

Multimedia security in general is provided by a hoet or a set of methods used to protect the mutliane
content. These methods are heavily based on cmgybyg and they enable either communication segurity
or security against piracy (Digital Rights Managemand watermarking), or both. Communication seguri
of digital images and textual digital media can dmomplished by means of standard symmetric key
cryptography. In general, when the multimedia datstatic (not a real-time streaming) it can trdaas a
regular binary data and the conventional encryptemhniques can be used. Deciding upon what lefvel o
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security is needed is harder than it looks. To tifielan optimal security level, the cost of the timkdia
information to be protected and the cost of theqmtion itself are to be compared carefully.

2.2 REVIEW OF RELATED LITERATURES

This section, examines a portion of the past metlogies used by researchers for image encrypti@ah an
decryption. Below, we give a concise survey of aece studies that have been conducted on image
encryption of existing systems.

According to [5], Analyzed Energy Consumption of R&nhd AES Algorithms in Wireless LANs. RC4 and
AES encryption calculations execution assessmemede by their exploration. The measurements foln su
assessment are as per the following: CPU outstgrtdsk at hand, encryption throughput, key sizéetsar
and vitality cost. Exploratory outcomes reason thatencoding huge bundles the RC4 is vitality etifes
and quick. Be that as it may, for a littler parséte encryption AES was more productive than RCA4.
Subsequently apparently by utilizing a mix of RG#IaAES we can spare vitality to give encryptioraty
bundle size.

In [6], proposed an image encryption by a tumultioeural framework and the feline guide. Disarray
procedure was utilized in making the neural systantsJ. Procedure for Image Encryption.

According to [7], proposed another exceptionallyhamced picture calculation utilizing stage and
replacement strategies. It was done so as to irepttee pseudorandom qualities of tumultuous growgiag
streamlined treatment and a cross-testing remavaitilized K. Method for Image Encryption utilizing
confusion procedure.

In [8], proposed a calculation utilizing two riomframeworks. One riotous framework creates a cmtfu
grouping, which was changed into a double streahzing a limit work. The other disordered framewor
was utilized to develop a change grid. . Initialiyilizing the twofold stream as a key stream, (zegaindly
the pixel estimations of the pictures was altefsdthat point, the adjusted image was scramblednaigya
stage lattice.

As indicated by [9], Proposed a made sure aboyttegyaphic change (encryption or unscrambling) red o
fixed length gathering of bits called a squarehis tnain capacity performs by square figure. Tolgafe
change measures of information bigger than a sqitai® expected to over and over apply figure's
single-square activity. The technique of applyinig factivity is portrayed by method of activity calation.

In [10], introduced another method to encode aupgcfor secure picture transmission. The advancaik m
of the first picture is added to the encoded rémdibf the first picture. Picture encoding is fimexl by
utilizing a fitting mistake control code, for exal@apa Bose-Chaudhuri Hochquenghem (BCH) code. &t th
beneficiary end, after the unscrambling of the yiet the advanced mark can be utilized to confinm t
credibility of the picture.

According to [11], proposed an algorithm which penfis both lossless pressure and encryption of éoubl
and dim scale pictures. The pressure and encryptams depend on SCAN designs created by the SCAN
approach. The SCAN is a conventional language-bagedlimensional spatial-getting to procedure which
can effectively determine and produce a wide sadp#tering ways or space filling bends.

In [12], proposed an effective mirror-like pictueacryption calculation. In light of a double arrangent
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created from a turbulent framework, a picture igedi by the calculation. This calculation compriséd
stages. Step-1 decides a 1-D disordered framewadkita underlying point x (0) and sets k = 0. Seep-
produces the disorderly succession from the turbuleamework. Step-3 produces parallel arrangement
from disordered framework. Steps-4,5,6, and 7 nyogiiture pixels utilizing trade work as indicatiey the
double succession.

According to [13], presents a presentation assa#saoiecehose symmetric encryption calculations oweio
utilization for remote gadgets in their paper nafassessing the Effects of Cryptography Algorithors
power utilization for remote gadgets." followingcfsses are closed by him from his trial result.figarcel
size is changing with or without transmission diormation utilizing different WLANs conventions and
various designs. It was finished up structure thieame that Blowfish and AES has preferable exeauti
over other basic encryption calculations utilizedjled by RC6. Worm gaps are available in the ggcu
system of DES and 3DES; Blowfish and AES don't reweh worm gaps any up until now.

In [14], proposed another image encryption plotetefent on a tumultuous framework. In their strategy
capricious disordered succession is produced. Utiliged to make a double succession once morepeks
the double grouping, a picture's pixels are modifieThis calculation has four stages. Step-1
0064zAetermines a confused framework and its uyigheripoint x (0), line size M and segment size Met
image f, iteration number no, and constantsand used to decide the revolution number. Step-2 preslu
the disordered grouping from the disorganized fraork. Step-3 produces the twofold grouping. Step-4
incorporates unigue capacities to adjust pictuxelpi

3.0 ANALYSIS OF THE PROPOSED WORK
System analysis is a procedure of social affair daciphering realities, diagnosing issues and tita tb
suggest enhancements for the framework. It isteakithinking action that requires serious cormstence
between the framework clients and framework engsied/hen partners have been perceived, the social
event and investigation of the necessities can. dthacessity gathering must be identified with bess
needs or openings. Prerequisite examination inslwdgching necessities and investigating prereqgisi
Catching necessities is speaking with partner@ihcwer on what the prerequisites are. Examining sstes
is utilizing standard devices to create a gaugéhefprerequisites. Once the stakeholders concuhen
requirements, the baseline is created and becdmadsrmal requirement source. Within this analydiase,
the analyst is discovering and fact finding. Alongh meeting with stakeholders, the analyst musetme
with end users to understand what the user's rex@dand to learn about problems that affect theeatr
system in order to assist with designing a new raode efficient system. There are several activitieg
must occur within the analysis phase:

1. Gather Information
. Define the new system's requirements
. Build prototypes for the new system
. Prioritize requirements
. Evaluate alternatives
. Meet with management to discuss new options

o 0o A W0DN
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3.1 DESIGN OF THE PROPOSED SYSTEM
A web base application designed and developedpyitinon flask framework, that convert digital image
alphanumeric string and send through network (LlmastfHosted). Images are not recognized by the user
This paper aimed at providing high security for thgital images data and keeping them from spylhg.
also aims at getting encryption algorithm accuraicgt safety features and maintaining the imagesfdata
loss when decryption process. Image encryptionns af the most important applications in transfeyri
images through the internet and cellular phones. ddsign and implement of this system has theViitig
objectives:

1. To develop a system that uses a symmetries meBayption and Decryption) for an image

2. To develop a platform that convert image into stifAlphanumeric Strings)

3. To develop web based application to perform abisted objective

3.2 PROCESS DESIGN

The process of the system functionality can begmiesl in several ways. However, for the purposthisf
paper, the researcher made use of system strudtare(flow chart) and the Data flow diagram toidethe
process design.

Data flow diagram:The DFD is a graphical representation of a systeahghows thé&puts to the system,
the processing upon the inputs, the outputs ofyiseem as well as the internal data stores. Runftbaug|.
defined DFD as, “A data flow diagram is a graphathshows the flow of data values from their souines
objects through processes that transform themetio destinations on other objects.”
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Dashboard; Encryption,
Decryption, Send Encrypted
Text

image platform

CLIENT

Figure 3: Structure of proposed system

4.0 SYSTEM IMPLEMENTATION

System implementation has to deal with the devetgnand deployment of a new system that has been
built to solve a particular need. The process gple@mentation has a lot of activities that precelde t
eventual deployment of the new system. It starth woding, site preparation, testing of the syshati by

the developer and the intending users, debuggiraniig, cut over strategy specification, system
maintenance and system documentation. System inepliation describes how the different parts of the
system are interacting with each other to give usamible software solution. Proper implementai®n
essential to provide a reliable system to meetrorgéional requirements and user need.

Below shows the screen shots of the proposed sgstem
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4.2 RESULT AND DOCUMENTATION

This paper focuses on design and implementatiowedf based application that runs on browser. Image
encryption and decryption platform uses the platféo encrypt into string and send as email to users
comprises of the documentation of how the systembeaused. Below is a step by step procedure #or th
installation of Python flask, which was used fog tevelopment of the system. It also explains fown

the program. In other to install the Python flable following steps are to be followed

First download Python open source flask framewooknfhere. Setup is around 3 GB.

Mount .msi file (if downloaded)

Click on executable file to start the installation.

Read the license terms and privacy policy and ddtemn by selecting the checkbox in front of them.

Click on “Next” button.

5. Select the features you want to install then cbok“INSTALL” button to start the installation. Setu
will create system restore point first before ifistg Flask Dependencies using PHP components.

6. Once it's done, setup will start acquiring the rieggi components to install and will start Instadlicore
features. It will take few minutes to install itolY may require to restart your system (for once ©Nh
between the setup.

7. Once it Finishes the setup, you will see the sucseseen

8. Click on “Restart Now” button to restart your systeAfter restarting your system, you are now retdy
use your Python flask.

9. Start the server on the command line Python file:namn

o bhPRE

5.0 CONCLUSION
In conclusion, this paper was tested in using iffe operating system. It is a cross platform dgwelent.
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It is executed on browser with port 8000 and 1&710and on any other system connected to a server
through its IP addresses of the serving machine. dystem encrypt and decrypt image file and sendling
files. The image encryption and decryption algonths designed and implemented to provide
Confidentiality and security in transmission of timage based data as well as in storage. The scheme
presented in this paper has a simple implementatiodule. The proposed encryption algorithm can ensu
multiple criteria such as lossless, maximum digiartmaximum performance and maximum speed. The
proposed encryption method in this paper has bested on different format images and showed good
results. Future work will be focused on the deveiept of this algorithm to get exactly errors edoatero.
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Abstract

The manner in which politicians express their eorai while interacting with the electorates detegsin
how the electorates will perceive the ability o holiticians to fulfill their electoral promisekvoted into
power. This paper aims to investigate the relahgmdetween politicians’ emotional labour and bwio
syndrome. The sample consists of 400 politiciameasp around Four (4) Local Government Areas indelt
State, namely: Aniocha North, Aniocha South, OshiNorth, and Oshimili South Local Government Area
of Delta State, Nigeria, irrespective of their godl party affiliations. Emotional Labour Scaleweloped
by Diefendorff, Croyle, and Gosserand (2005), dral Maslach Burnout Inventory developed by Maslach
and Jackson (1986) were used to collect data fhemaspondents. Data analysis was done using piegeri
statistics, t-tests, Analysis of Variance (ANOVAj)daregression analysis. Results indicate that ttiégians
exhibit a high level of surface acting in the desge of their responsibilities. It also revealeat tthey show
the least amount of genuine emotions in their waikile the level of deep acting is moderate. Imigiof
burnout, politicians experience a very high levél emnotional exhaustion, a moderate level of both
depersonalization and lack of personal accomplistiniResults of the regression analysis show that th
three dimensions of emotional labour (surface g¢iiteep acting and genuine emotions) are very itapbr
predictors of burnout among politicians. Conseqyerthis present results offer a very crucial and
innovative contribution to emotional labour litars¢ and more studies are therefore required inrdale
expand the scope of this research to ensure aadeguate generalization.

Keywords: Burnout; emotional labour; politicians; emotion@khaustion; depersonalization; personal
accomplishment

Introduction

Research has shown that what determines how thences will perceive the quality of the organizagon
services is the manner in which service employegsess their emotions when having a face to face
interaction with their customers (Pugh, 2001). nes¢ingly, emotional labour is not specifically me&or

the enjoyment of customers or clients, what is irtgrd are for the employing organization to bengéitn
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it. For example, those who work as bill collectorsin law enforcement may find that an angry demsean
results in the best "customer" response (HochscHi@B3). Considering the fact, that most times,
organizationally desired emotion may be differeminf the emotion of the individual employee, these i
need therefore on the part of the service empldgeattune his emotions in order to align with the
organisations’ desired emotions. This effort oe thart of the service employee is what has been
conceptualized as emotional labour.

So many studies have been done Emotional labamatiire, for instance: emotional labour and teacher
(Brackett, Palomera, Mojsa-Kaja, Reyes, & Saloa®i0; Beilock, Gunderson, Ramirez, & Levine, 2010;
Chen, 2016); emotional labour and medical work&esapridge, & Hewison , 2016; Gray, & Smith, 2009);
emotional labour and policemen (Bhowmick, & Mulf)16); Rafaeli & Sutton, 1991; Brown & Campbell,
1990). Moreso, several authors have investigateddtationship between emotional labour and burmout
the tourism and hospitality industry, for examplee@, Sun, Lam, Hu, Huo, & Zhong, 2012; Kim, 2008;
Tepeci, & Pala, 2016). From the review of literaten emotional labour and burnout, there is noysthdt

we know that has investigated the relationship betwemotional labour and burnout among politicians.
This study is designed specifically to fill thatpgarhe aim of this paper, therefore, is to investgthe
relationship between emotional labour and burngnti®ome among Nigerian politicians.

Literature Review

Political parties

Political parties as we know are also classifiedoaganizations since they have the attributes of an
organization. Based on Hochschild’s definition, otional labour relates so much to organizationally
desired behaviour. And since politicians work fbeit political parties, they tend to act and digplae
emotions that relate with their parties’ displajesueven though it is not in tandem with their camotions.
Secondly, it relates to getting paid for it becaaseording to Callahan and McCollum (2002) emotiona
work is appropriate for situations in which an wdual personally chooses to manage his emotionkifo

or her own financial benefits. Lee, An, and Nol®1®) posit that emotional labour is appropriateyonl
when emotion work is exchanged for a valuable aw®rsition, such as a wage or any other type of ekwar
Another way of looking at it is the case of poldies who campaign for their candidates for elettora
positions. Most times the promises they make adéiqad promises and they give the electorates the
impression that their candidates will fulfill thopeomisesAccording to Benmerikhi (2014) good politicians
are those who lie, and the best amongst them ase tivho lie with conviction. Here conviction confiesn

a well practiced or an incredible ability to circuemt real problems and gold plate situatidhsliticians are
well known and acknowledged for their rhetoric,imspeeches or campaign advertisements. According t
Charteris-Black (2005) they are better known fongsommon themes that allow them to develop their
political positions in terms familiar to the voteMany people have had to criticise politicians li@ing out

of touch with the public. Areas of friction includee manner in which politicians speak, which hasrb
described as being overly formal and filled with npaeuphemistic and metaphorical expressions and
commonly perceived as an attempt to "obscure, adsleand confuse the electorates.

Most at times, they know within themselves thatsth@romises are mere political promises. Our concer
therefore is to investigate whether politiciansjraividuals with emotions, do they feel any of tiegative
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consequences of emotional labour.

Emotional labour

According to Hochschild (1983, p. 7) emotional labas the act of whereby “employees regulate their
emotions for a wage consideration”. The term “eorwi labour” is appropriate only when emotional kvor
is exchanged for something, such as wages or sahe type of valued compensation (Jeung, Kim, &
Chang, 2018, p. 187). In other words, it relategetiing remuneration for it because according atiaban
and McCollum (2002) emotional work is appropriate Situations in which an individual personally
chooses to regulate his emotions for som finarm@alefits. Emotional labour is generally definedrasact

of expressing organizationally desired emotionsnduservice interactions (Ashforth, & Humphrey, 399
Chu, & Murrmann, 2006). In fact the former focugbdir own definition directly on behaviour rathéan

its underlying emotions. Hochsch{@003) argue that there exist two types of ruled govern the display
of emotions: the rules of expression and the ematioules. The former has to do with the emotidret t
must be publicly expressed through behaviour, wihielatter has to do with these behaviours thatraity
experienced internally by the individual.

In other words, Hochschild (1983) is saying tharéhare two components of emotional labour: surface
acting and deep acting. Surface acting is wherd@reps pretend to feel the emotions they do ndthge
using facial expressions, gestures, tones, and asjnthereby acting to the desired organizationspldy
rules. According to Basim and Begenirbas (2012fgseracting implies that employees are pretentinse
they do not portray, through their body languagé fatial expression, what they feel. On the othaand)
deep acting occurs when an employee genuinelytwiésel organizationally desired emotions (Ashiof
Humphrey, 1993). It includes efforts to change appés’ inner feelings in order to feel expected &ons.
The implication is that the individual tries to cige how he or she feels internally in the hope ybat can
authentically display more positive emotions. Adiog to Rupp, McCance, Spencer, and Sonntag, (2008)
one way in which an individual can do this effeetwis through empathy. Finally, sometimes emplsyee
emotions and organizationally desired behavioutla@esame at that particular point in time. Thigeierred

to as genuine acting and the employee expressesrti@ion spontaneously without making any effort t
modify or alter that emotion (Degirmer®z & Baykal,2018 Humphrey, Ashforth, & Diefendorff, 2015).
In fact, Diefendorff et al. (2005) posits that epy#es from a diverse range of industrial organizesti
express genuine emotions during some of their aemmcounters.

Burnout

Merriam Webster's Collegiate Dictionary definesrmut as 'exhaustion of physical or emotional stiteig
motivation usually as a result of prolonged stresdrustration. Burnout is also defined as a phalsic
emotional and mental state observed in people mstant face-to-face interaction with other peopliich
have to do with physical fatigue, long-term exhaustdesperateness, hopelessness, as well asrayfeél
inadequacy and negative feelings towards onesélfotimers (Maslach & Jackson, 1981). They went on to
say that burnout is a common emotional exhaustmhcynicism syndrome widely seen among individuals
employed in jobs requiring continuous face to fexteraction with people.

Maslach, Jackson and Leiter (1997) classified bufrniato three components: emotional exhaustion,
depersonalization, and lack of personal accomplsitimEmotional exhaustion is the most fundamental
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dimension of burnout syndrome (Maslach, & Jacksb®81). It describes situations of physical and
emotional fatigue resulting from lack of energyimdividuals who interact intensely with people ahe
feeling that their emotional resources are exhauberause of excessive psychological demands f.ee,
Shin, 2005). Emotionally exhausted employees feey tcannot focus on their jobs anymore and it gives
them a sense of hopelessness. Depersonalizatiergesnas a consequence of emotional exhaustion. In
this process, employees see customers and coleagueothing more than objects and display a calm,
reckless, and sarcastic attitude toward them (K#ben & Buckley, 2004). Lack of personal
accomplishment refers to the loss of self-sufficieand self appreciation at work (Zhang & Zhu, 2008
Additionally, it indicates a low motivation, lack oontrol, despair, and even loss of self-respiletsjach &
Jackson, 1981).

Relationship between Emotional Labour and Burnout

From the review of the literature there are manyglists of the relationships between emotional latzoat
burnout, for example (Erickson & Ritter, 2001; Hechild, 1983; Morris & Feldman, 1996). So many
studies have been done in areas such as emotiabaurl and teachers, for example Chang, 2009;
Hargreaves, 2000; Isenbarger & Zembylas, 2006;,2006; Naring, Briet, & Brouwers, 2007; Noor &
Zainuddin, 2011; Sutton & Wheatley, 2003; Zhang BuZ2008); Furthermore, studies have also been done
on the relationship between emotional labeuod burnout among healthcare professionals , for it&a
Fahrenkopf et al., 2008; Linzer et al., 2001; SkelhaBradley, Wipf, & Back, 2002; Tunc et ak014
Golfenshtein & Dracl®ahavy,2015 Chapman2018 Grandey & Sayre 2019; Degirme®z & Baykal
(2018.

In addition, studies have been done on the relship between emotional labour and burnout among
policemen for instanceSchaible, & Gecas, 2010However, there is no study that we know that has
investigated the relationship between emotionablaland burnout among politicians. Many people now
view politics as a professiorAlso, political parties are viewed as possessifgtta attributes of an
organization and so, they have display rules irctvimembers are required to exhibit when interaactiitg
their customers, in this case, the electoratesalliginthere is a valid consideration for regulatitigeir
emotions based on their political parties’ disptales. In this context, the purpose of this reseascto
investigate the relationship between emotional datend burnout among politicians. Therefore, weehav
posed the following three research questions:

1. What is the level of emotional labour that iagiiced by politicians?

2. What is the level of burnout that is experienbggboliticians in the performance of emotionaldals?

3. Does the emotional labour of politicians prethdir level of burnout?

Research Methodology

This study used the Survey research method in aalefetermine the relationship between politicians’
emotional labour and the level of their burnoute®iudy targeted 400 politicians spread around (éur
Local Government Areas in Delta State, namely: &h& North, Aniocha South, Oshimili North, and
Oshimili South Local Government Areas, without garticular interest in political party affiliationg400
guestionnaires were conveniently administered to tHrgeted politicians, out of which only 315 were
returned. A careful examination of the returnedsgjo@naires revealed that 65 were not properly deted,
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hence they were discarded. Only 250 were certifful for data analysis.

This research work made use of the Emotional Laboale that was developed by Diefendorff, Croytel a
Gosserand (2005). The Scale consists of 13 Likpe-ttems used to determine politicians’ emotidabbur
level. For the purpose of proper analysis, thees@afurther decomposed into three dimensions: faser
acting, deep acting, and genuinely felt emotiomsl&items are scored from “l never” (1) to | always).

As a result of the explanatory factor analysis,tdadoading values of the scale were reported to be
0.53-0.81, 0.72- 0.88, and 0.82- 0.89 for surfaceng, deep acting, and for genuinely felt emotions
respectively.

The three dimensions of emotional labour (Surfadteng, deep acting and genuine acting) explain 34.0
percent, 20.99 percent, and 11.47 percent, respdcbf the total variance. The 13- item struct(geouped
under three factors), were further subjected toficoatory factor analysis, (CFA) which was used to
calculate chi-square J) statistical significance levels{SD=4.32). It is used to test whether measures of
a construct are consistent with a researchers stagheting of the nature of the construct. The objeads to
test whether the data fit a hypothesized measuremedel. It was considered ideal for the specified
model. Furthermore, the following indices were im¢itl: Goodness of Fit Index (GFI) which is 0.96;
Adjusted Goodness of Fit Index (AGFI) is 0.93.Hosld be noted that the standard value for GFlAG#,
according to Hu and Bentler (1999), is 0.90 andvabdhe Root Mean Square Error of Approximation
(RMSEA) is 0.054. RMSEA is an absolute fit indexdahe value ranges between 0 and 1. A smalleevalu
indicates a better fit and a value of 0.06 or lieskcates an acceptable fit (Joreskog, & Sorbon§3).9
Confirmatory Factor Index (CFl) is 0.92). CFl is imeremental fit that compares the fit of a hypsihed
model with that of a baseline model. According to &#d Bentler (1999) a CFI value of 0.95 or ab®ve i
presently accepted as an indicator of good fit.nBaech’s Alpha coefficient was used to examine the
reliability of the scale, which was calculated ®®81 for surface acting, 0.75 for deep acting, @87 for
genuinely felt emotions.

The Maslach Burnout Inventory (MBI-HSS) was theeggsh instrument used in generating responses from
the respondent based on burnout variable. Thisesotiginal and the most commonly used versiorhef t
MBI. It is considered appropriate for individual®fking in a diverse array of occupations, includmgses,
physicians, teachers, social workers, police, gleaqd correctional officers etc. Maslach Burnout
Inventory is an introspective psychological invemtaonsisting of 22 Likert type items relating to
occupational burnout which is used to assess awidil’s the level of burnout. The scale measuhese
dimensions of burnout: Emotional exhaustion (9 ggnidepersonalization (5 items); and reduced sehse
personal accomplishment (8 items). It takes abdutminutes to complete and can be administered to
individuals or groups. Scale items are scored fio(fl never”) to 4 (“I always”). ltems under the ngenal
accomplishment dimension are scored in a reverstgt.dl he following standard scores were givenr&so
less than 0.80 signifies a very low level of bumdicores between 0.80 and 1.59 signifies low le¥el
burnout, scores from 1.60 to 2.39 signifies modetatrnout level, scores from 2.40 to 3.19 signifiegh
level of burnout, while scores from 3.20 to 4.00ndies a very high level of burnout. Cronbach’plAd
reliability coefficients were found to be 0.82, ®.and 0.79, respectively, for emotional exhaustion,
depersonalization, and personal accomplishmentrdioes of burnout.
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Analysis of Data

Descriptive analysis was used to determine thetipialns’ emotional labour and burnout levels, t-tis
dual comparisons, and one-way analysis of varigAb#OVA) for comparisons with the three dimensions.
Honesty Significant Difference (Tukey) test wasdise determine if the relationship between the ddpat
and independent variables is statistically sigaific In other words, to check whether there isranst
chance that an observed numerical change in tlepamtent variable will lead to a significant chamgthe
dependent variable. Multiple regression analyses wsed to determine whether politicians’ emotional
labour predicts burnout level in a significant mennAccording to Buyukozturk (2005) a correlation
coefficient value that is above 0.70 denotes a héyel of relationship, a value between 0.30 t090.6
signifies a moderate level of relationship, whdevalue below 0.30 is classified as a low level of
relationship.

Results

This section primarily reveals findings regardihg participants’ emotional labour and burnout Isv&hen,

it tries to determine to what extent the emotidabur has predicted their burnout level. Out od 2alid
guestionnaires that were returned, 89 respondeptesenting 35.6 percent of the respondents araldem
(n=89), and 161 representing 64.4 percent are (nal&61); The number of years of playing active s
ranged between 5 and 25 years. Politicians with flkan 10 years of service represents 36 percefdjn
for 10-19 years, 42 percent (n=105), and for 20s/eamore of service, 22 percent (n=55).

Politicians exhibited the highest level of surfaading with a mean (M) of 4.52 and a standard devia
(SD) of 0.95. Their level of deep acting show a m@d) of 3.71, with a standard deviation (SD) d®2.
and the show of genuine emotions has a mean (M).18, and a standard deviation (SD) of 0.72. The
analysis of the three burnout variables used s shidy shows that the sampled politicians posadsgh
level emotional exhaustion with a mean (M) of 3.2hd a standard deviation (SD) of 0.28. Personal
accomplishment dimension of burnout has a meandiVd.56, with a standard deviation of (SD) of 0.63,
while depersonalization dimension has a mean (M2.48, with a standard deviation (SD) of 0.77. The
politicians’ level of burnout is high for both enmmital exhaustion and personal accomplishment dirorss
but moderate for depersonalization dimensions.

From table 1, we observed that there is a sigmfiead positive relationship between emotional eghan

and surface acting dimension of emotional laboar @c37). This totally supports the work of  Lv, X& Ji,
2012; Newnham, 2017; and Choi, & Kim, 2014. In &ddi there is a significant negative relationship
emotional exhaustion and with genuinely felt emaidr = -0.23). This is not in line with most wadrkthe
extant literature, (for example, Tepeci, & Palal@0 Furthermore, we could see that there exist a
significant positive relationship between emotioeahaustion and deep acting (r = 0.21). Genertilly,
should be noted that the three dimensions of ematiabour indicate a statistical significant redaship
with politicians’ level of emotional exhaustion (R36, p 0.01).
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Table 1: Multiple Regression Analysis Results for rediction of the level of Emotional Exhaustion

SE T P Zero Partial
Order

Constant | 1.972 0.240 - 6.262 0.000 - -
Surface | 0.148 0.016 0.421 5.323 0.000 0.37 0.28
acting
Deep 0.017 0.048 0.018 0.191 0.05 0.21 0.13
acting
Genuine | -0.076 0.058 -0.139 -1.525 0.08 -0.23 -0.14
Emotion
R=0.36; R=0.19 fz-206)=14.05, p=0.00

Based on the standardized regression coefficigntt{e relative order of importance of predictiragiables

on politicians’ emotional exhaustion are genuineotoms, deep acting, and surface acting. Having
examined the results of t-tests regarding the Bogmce of regression coefficients, the three disiams of
emotional labour have been seen as important gogdiof the emotional exhaustion of politicians! Al
dimensions of emotional labor explain 19 percergrabtional exhaustion levels of politicians. Basedhe
obtained findings, the regression equation of eomati exhaustion is as follows:

EE =1.972 + 0.148SA - 0.017DA - 0.076GE.
Note: EE=Emotional exhaustion; SA=Surface acting; DA=Daefing; GE=Genuine emotions

Table 2 gives the results of the multiple regrassinalysis conducted to see whether the emotiaialulr
of politicians predicts the level of their deperaliration.

Table 2: Multiple Regression Analysis Results for Rdiction of the level of Depersonalisation

SE T p Zero Partial
Order
Constant | 1.585 0.138 - 4.137 0.000 - -
Surface |0.214 0.144 0.312 4.424 0.000 0.37 0.28
acting
Deep 0.091 0.061 0.118 0.169 0.05 0.21 0.19
57
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acting

Genuine | -0.147 0.128 -0.117 -1.444 0.17 -0.19 -0.16
Emotion

R=0.39; R=0.21 F{ 209 =24.10, p=0.00

From the analysis in table 2, we can deduce theretis a significant and positive relationship besw
depersonalization and surface acting (r = 0.2830Athe relationship between depersonalisationdaeg
acting is positive and statistically significant @t= 0.21). However, the relationship between gesly
depersonalization and genuinely felt emotion isatieg, albeit, not statistically significant (r 9.19).
Two dimensions of emotional labour have a modeaai@ significant relationship with depersonalization
levels of politicians (r=0.39, p<0.01). It is théne correct to say that surface acting and ded¢pccs
predictors of depersonalization dimension of butn2l percent of the depersonalization level oftjpdns

is explained by the three dimensions of emoticalablr.

Therefore, the regression line of depersonalizatias follows:
DP =1.585 + 0.214SA + 0.091DA — 0.147GE
Note: DP = depersonalization; SA=Surface acting; DADeep acting; GE=Genuine emotions

Table 3 gives the results of the multiple regrassinalysis conducted to see whether the emotiabak lof
teachers predicts their personal accomplishmeet.lev

Table 3: Multiple Regression Analysis for the Predition of the level of Personal Accomplishment

SE T p Zero Partial
Order

Constant 2.021 0.113 - 5.105 0.00( - -
Surface 0.144 0.169 0.304 3.212 0.000 0.27, 0.19
acting
Deep -0.142 0.045 0.128 0.077 0.05 -0.21 -0.16
acting
Genuine -0.114 0.123 -0.212 -1.212 0.07 -0.29 -0.18
Emotion
R=0.34; R=0.21 F {209 =22.04, p=0.00
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From table 3, we notice that there is a significatd positive relationship between personal
accomplishment and surface acting (r = 0.27). feuntiore, there is a negative and significant refstip
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between personal accomplishment and surface aetwiggenuine acting at (r = -0.21) and r = -0.29)
respectively. However, personal accomplishment geduine acting is more significant than personal
accomplishment and deep acting. The three dimessanemotional labour prove a moderate and
significant relationship with politicians’ persoretcomplishment levels (R=0.34, p<0.01). From ttest of
the regression coefficients, the three dimensidnsnootional labour are clear predictors of poldits’
personal accomplishment. 21 percent explain theatians in personal accomplishment levels of pcibim.
Based on the obtained findings, the regressiontequaf personal accomplishment is as follows:

PA =2.021 + 0.144SA - 0.142DA - 0.114GE
Note: PA=Personal accomplishment; SA=Surface acting; Déejacting; GE=Genuine emotions
Discussions of findings

This study is aimed at determining the relationslepveen emotional labour and burnout among pialits
Burnout is decomposed into three dimensions: emalie@xhaustion, depersonalization and personal
accomplishment.

From the data analysis, we discovered that pditigiexhibit a high degree of surface acting. Treeyhis
for a variety of reasons. The most important ofchhis to ensure that they win the hearts of thetetate,
thereby making the electorate to vote for themirtbandidate or their political party. Only a negfile
percentage of them engage in deep acting and geeaiotions. This discovering is not in consonanitk w
most other studies based on other professionsilikees, teachers and the police (Begenirbas, & dsliey
2012; Brotheridge, & Grandey, 2002; HagenauercHas & Volet, 2015). Politicians care only for the
own self without caring for the masses. When itiise for election, they canvas for votes from the
electorate by pretending to have their interesieart, but immediately after the election, theyndbattempt

to fulfill even those promises they made beforedieetion.

In terms of burnout, politicians’ level of emotidrexhaustion and depersonalization is very highweleer,
the level of personal accomplishment is moderakes Tinding overlaps with other research studieshis
literature. This result supports Yilmaz (2014) stuzh teachers and teachers’ burnout level in teois
emotional exhaustion, depersonalization and lagkeo$onal accomplishment.

The third objective of this study is to determin@ether emotional labour predicts politicians’ lewdl
burnout. Multiple regression analysis was utilizexd this purpose. The result shows that the three
dimensions of emotional labour are good predictofisthe three dimensions of burnout. There is a
significant and positive relationship between tmeo@onal exhaustion and surface acting dimension of
emotional labour, and a significant negative relahip with genuine felt emotions. There is algmsitive
and moderate relationship between depersonalizatidnsurface acting, yet a negative and low relatip
between genuine emotion and burnout of politicidieere is a significant and positive relationshiveen
depersonalization and surface acting. Also, thatigxship between depersonalisation and deep aiding
positive and statistically significant. Howeveretrelationship between depersonalization and gehufelt
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emotion is negative, albeit, not statistically sigant. Furthermore, there is a negative and $icgmt
relationship between personal accomplishment arfdciacting and genuine acting.

Conclusion

This study revealed that surface acting, whichoipretend to be feeling a certain emotion througihds
and body language, even if not felt at that momilesaigls to emotional exhaustion and research hawersh
that is detrimental to both the individual and tinganization that the individual represents. Soyrstndies
have indicated the negative effect of surface gectivhich apart from emotional exhaustion can aésallto
depersonalization as well as lack of personal aptishment. This study view emotional labour as sdleat
should be played by politicians as part of thel, jsince they are doing it for a wage consideratiois very
important for politicians to show genuine emotidaysacting what they feel rather than being decepiist
for the purpose of winning elections. This studyinsited to the extent to which the scope covergilier
studies are needed to expand the scope beyondbfmairgovernment areas in the state. When it issddn
will make generalization more worthwhile.
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ABSTRACT

In today’s complex and competitive business envirents, dynamic leadership is needed. The neeckto fe
employee’s requirements and to maintain good enagsys crucial for organizations. Authentic leadgrs

is proposed as the most effective form of leadershihis study examines the impact of Authentic
Leadership (AL) on Organizational Commitment (OQ)dajob satisfaction. It also investigates the
mediating role of Leader Member Exchange (LMX) @ader’'s outcomes. For this investigation the
managers, employees and teachers of a leadinglsofstemn were considered. A total of 230 questioesa
were sent to the respondents in Lahore and Islathaval was filled and returned by 220 respondéiits.
results of factor analysis supported the purposgpotiheses. Results of the study show significant
relationship of authentic leadership with organmal commitment and job satisfaction. The medatiole

of LMX is also significant. Future research is neg@do further explore authentic leadership in more
educational institutions with a broader researgbailves.
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1. INTRODUCTION

Leadership styles persist as a focus for reseaadiece decades (Khuwaja et al., 2020). The orgHairs,
since their inception, have been concerned withqgtinity and styles of leadership for realizatidrtteeir
vision, mission and goals. The organizations haveompete for their enduring presence in a conipetit
environment. Effective leadership makes the difieeebetween success and failure. The leaders ntiéue
others to achieve organizational goals. There & lzontinuous effort on part of researchers tatitye
form of leadership with integrity and high moraldaethical standards (Avolio et al., 2004). Suchlitjga
have been identified by Avolio and Gardner (200Buthentic leadership (ALRhindi, Hansen, Rall, Riley,
and Smith (2008have described AL as a “type of leadership wheaddes rise to a higher moral and ethical
purpose for the betterment of not only their foleoa, but themselves”. Authentic leaders are indiaisl
who perform in accordance to their beliefs and nsarathe organization (Anwar et al., 2020).

Term authentic means ‘original’, ‘genuine’. Authienieaders do not publicize their status as leader.
They do what they feel to be true. According tosfotle, leadership is a eudemonic activity. Autient
leader’s conviction, values, and cause are Iintemdl They are not passive recipient of
environmental/social inputs. Authenticity meansndtag up to one’s own words, deeds and experiences
(Harter, 2002; Luthans & Avalio, 2003). Since Auilie Leaders match their words and actions accgrttin
their beliefs, they are transparent (Gardner, Aydluthans, May, & Walumbwa, 2005).

There are four dimensions associated with Alhese are ethical/moral, self-awareness,
transparency and balanced processing (Avolio, Gaydk Walumbwa, 2007). Walumbwa et al (2008)
describe AL as “system dominated by four factoraffect wellbeing of followers positively”. Authant
Leader values the interest of followers and behaw#sintegrity. AL increases job satisfaction (cagsger
et al, 2012) and level of affective commitment (Batet al, 2016). Leroy, Palanski & Simons (201&ate
that affective commitment and performance are petjt related to AL. Walumbwa et al (2011) found
positive effects of AL on group performance and OC.

LMX is a relation-based theory. It is basedtba assumption that leaders affect and develop
followers through their relationship with them. Theaders provide mentoring, support and benefits to
followers. The subordinates reciprocate by behaviixe loyalty, commitment and trust. LMX qualitg i
thought as moderator/mediator (Walumbwa et al. 120Lhe outcome of LMX are thought to be OC,
job satisfaction, desirable behaviors like taskqrerance (Dulebohn et al., 2012). Researchers faved
relationship between leaders and their own bossewik as Leader — Leader Exchange (LLX). High level
LLX provides high level of support and empowermentheir subordinates. LMX and OC have a positive
relationship. It helps in satisfying social needsfalowers by giving priority to collective intes¢ over
personal interest (Graen & Uhl —Bien, 1995).

The meaningful communication between leaders aaddhowers is found missing. Though some
research on AL has been carried out in generkstnot received enough attention with regard toice
sectors in particular in Pakistan. This study higfitks the importance and role of AL and its influeron OC
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and job satisfaction and mediating role of LMX endgce sector in Pakistan. AL has been researahed i
depth in the west and further investigation corgs)lbut AL has not received enough attention i Asi

One reason could be that most Asian countries aggirig behind West in developing research
culture. The service sector in Pakistan has rededeant investigation to the best of our knowleddes is
perhaps due to cultural and structural barriemddition to host of other factors. The mediatingchamism
of LMX between AL and OC and job satisfaction afs®eds to be further explored. It can be improved by
LMX which would result in organizational commitmeaid job satisfaction. The service sector has been
selected for its importance in nation building. Aas profound consequences on organizational comanitm
and job satisfaction of its employees and managénss would ultimately result in their enhanced
dedication and quality outcomes. The significanicthis research is its focus on above mentionedkbbas
in a service sector in Pakistan’s two big citidsahore and Islamabad.

The organizations that seek to enhance individodl @ganizational outcomes should develop AL
which has the ability to promote collective intaselSteffens et al, 2016). The selected leadefs ieduisite
personality traits of an authentic leader shouldghen training. This would be beneficial for batte
employees and the organization. It is importantdigranizations to hire talented individuals andntthem
for authentic leadership for positive outcomes. heutic leaders are more likely to create positind a
empowering work environments.

2. LITERATURE REVIEW AND HYPOTHESIS DEVELOPMENT

2.1 Review of Literature

It was about a decade ago that concept of authkatdership (AL) emerged (Gardner et al, 2011; &ill
Caza, 2018). According to Avolio et al (2004), auttic leaders have strong personal values, coowictind
earn follower’s respect and trust. Authentic leadare individuals who perform in accordance torthei
beliefs and morals in the organization (Anwar et 2020). Ethical approach is the basis of AL asidi
positive development in organizations (Walumbwale2008). According to Gardner et al. (2011), they
confident, hopeful, optimist, and very moral. Tlesegarchers have found that subordinates led bymtith
leaders enjoy more psychological capital and areeroceative (Rego et al, 2012). Authentic leadetp in
improving confidence of followers which leads to praved personal and organizational outcomes
(Laschinger & Fida, 2014). Extensive research on iAdicates its effects on performance, emotional
intelligence, organizational commitment (Wong & thmger, 2012). AL theory is still in infancy (Hijwz

et al, 2014). It is the last one put into operatjdmolio & Gardner, 2005; Brown & Trevino, 2008por,
Ofori, & Arain, 2007).

AL theory describes a leader who links ethical é&xalip and idea of effective leadership (Joo &
Nimon, 2014). The tendency to adjust own behavitiaut prejudice is hallmark of AL (Stoten, 201@ne
of the most important components of AL is self-aeveass which means understanding own
strength/weaknesses and behaving with values daddeal emotions (Alok, 2014). Balanced processing i
the act of analyzing information, seeking other&sms and making decisions (Neider & Schriesheini120
The leader helps to create hope, optimism, andidemée to make his subordinates grdwirfna czyk,
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2010).

Leader’s integrity and positive approach creatasttamong followers. Authentic leader’s emotions
affect follower's emotions positively which resulis positive outcomes both for individuals and
organizations. Fredrickson (2003), argues that tipesiemotions of leaders are infectious and affect
followers accordingly. Follower’s positive emotiolesd to job satisfaction (llies & Judge, 2002)céuding
to early researches, direct outcome of AL is leddBower well-being and job satisfaction (Gardrmetral,
2011). llies et al (2005) found influence of AL fmllower’s ability to reflect, express with self dupositive
emotions.

Many serious short comings were observed in thstieg theories by Avolio and Gardner (2005).
They emphasized the need for development of AL. ffaiés of authentic leaders highlighted by George
(2003) are values, ethics, purpose, and disciphoeording to Avolio, Gardner, Walumbwa, Luthans, &
May, (2004), authentic leaders are self-aware, kaedgeable, have confidence and morals. Authentic
leaders acknowledge their beliefs and focus on-baig of followers (Avolio & Gardner, 2005). Baasd
Steidlmeier (1999) laid the foundation of concepfAb. AL was proposed by Luthans and Avolio (2003),
and further improved by Gardner, Avolio, Luthansayy& Walumbwa (2005). AL is considered to be root
concept of all other types of leadership (AvolioGardner, 2005). AL focuses on moral development and
improvement of authenticity in followers. Authent&aders are self-aware, have firm beliefs, andbéxh
openness (Avolio et al, 2004). Their actions reftheir beliefs and thoughts (Gardner et al, 2@0347).

AL amounts to owning, awareness and behaving inrdemce with one’s beliefs and values (Kernis,
2003). AL is self-awareness and self-regulated Wiehaof leaders which results in positive
self-development (Avolio & Gardner, 2004, p. 32Authentic Leaders give priority to development of
others through transparency (Avolio et al, 2004¢c@dxding to Gardner et al, (2005), authentic leader
values and actions are consistent. Authentic lsai@eilitate follower’s development (Gardner et2005).
Authentic leaders listen intently.

According to Leroy et al (2012), words of authergaders match their deeds. Individual’s core
self-beliefs and self-worth constitute core selfderation (Judge, 1997). Their performance is enbdrixy
the characteristic of high self-concept and sedthgation (Robbins & Judge, 2012). OC is enhanceddyg
self (Joo et al, 2010). It also enhances job satikfn and task related behaviors (Bowling et @l®, and
reduces turnover intentions (Joo & Park, 2010). oddimg to Frederickson and Branigan (2005),
psychological space is reduced by negative ematidushentic leaders have positive emotions which
infects subordinates positively.

AL means being honest and real with followers (Av@ Gardner, 2005). Authentic leaders need to
set their priorities and values right. AL principlare helpful in enhancing self-reflection and pe&s values
among students and followers (Branson, 2007). Av&liGardner (2005) suggest that AL promotes ethical
behavior. There is a strong association betweenaAdl numerous organizational outcomes (Avolio &
Walumbwa, 2014). AL also promotes interpersonakesses (Gardner & Schermerhorn, 2004). Authentic
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leaders foster team performance. Authentic leaaerself-regulatory and self-evaluator (Rego e2@l,2).

AL influences positive outcomes like job satisfantiand creativity (Gardneret al, 2005: Giallonaedal,
2010). AL transfers authenticity to team membersciviare reflected in team performance (Hannah et al
2011).

The resource-based view of AL positions is relativeother leadership. LMX represents dyadic
relationship (Graen & Uhl-Bein, 1995). It explaimsny outcomes like job satisfaction and clarity i&beer
& Day, 1997). AL core dimensions provide real rases to followersTen Brummelhuis & Bakke2012).
Authenticity affects how one likes to live. AL hasmulti-level construct has been supported by many
researchers (Hannah, Walumbwa & Fry, 2011; Hmiel€38le & Baron, 2012). Authentic leaders promote
growth of their followers (llies et al, 2005). Awthtic Leadership is considered to directly increase
organizational commitment (Walumbwa et al, 2008). i& found to influence attitudes of employees
resulting in commitment and enhanced performance. h&s direct relationship with organizational
commitment and job satisfaction (Avolio, 2010). Pet al. (2012) found that employees are inspiced t
higher level of commitment by authentic leaders.

2.2 Development of Hypotheses

2.2.1 Authentic leadership and Organizational Cotrmmant

Some studies highlight positive role of leadersooganizational commitment (Harter, Schmidt & Hayes,
2002). AL is considered to positively influenceiindual’s commitment to organization (Walumbwa, Ao
Gardner, Wernsing & Peterson, 2008). OC is a discrary behavior that supports task performance.
Individual’s intrinsic motivation contributes morwards organizational goals. There is a positive
association between AL and OC.

OC is “defined as the employee’s feelings of olilgato stay with the organization” (Allen &
Meyer, 1990), such feelings result from interndlaa of normative pressures. According to Allen &elér
(1996), OC can be in three forms. First is emoti@itachment known as affective commitment with the
organization. Affective commitment forms the bagisfeelings of belongingness to the organizatione T
second is continuance commitment which is basetherperceived cost by the employee for leaving the
organization. Employees with continuance commitmigsne to stay because of lack of alternatives or
inhibiting cost of leaving. Third normative commimt is sense of obligation to stay with the orgatan.

It reflects perceived obligation to continue witietorganization. There are several personal as agell
organizational aspects which defines OC, somerdri@sic and other might be extrinsic (Abid et 2019).
Core self-evaluation evokes intrinsic goals (Juégeal, 2005). According to Avolio et al (2004), AL
influences follower’s job satisfaction and OC pivsily. Positive relationship between AL and OC bagn
found by Walumbwa et al (2010).

H1: Authentic Leadership has positive relationship withanizational commitment.

2.2.2 Authentic Leadership and Job Satisfaction

Job satisfaction is defined as “positive emotitate resulting from a person’s appreciation ofdws job
experiences” (Locke, 1976). According to Leap amoh& (1993), the attitude of workers towards jolal an
rewards and the social environments shapes theisgdisfaction. It is the general attitude of indials
towards their work (Robins, 2003). Individuals peni as in accordance to their job satisfaction |lewel
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their approach to job will influence the purposesddition to activities of the organization (Khyaat al.,
2020). Job satisfaction has been found to havefisignt effect on OC (Kaplan, Ogut, Kaplan and Aksa
2012). Suma and Lesha (2013) found significantimahip between job satisfaction and OC. On tineiot
hand, OC impacts job satisfaction (Odoch & Nand2il4; Thamrin, 2012). Past researchers also shatv t
job satisfaction reduces absenteeism (Obasan Kehi@ll). It also influences OC (Top & Gider, 2013)
One of major challenges faced by organization® immaintain good employees. Employee’s feelings and
attitudes towards job are important. A key rolglsyed by leaders in job satisfaction. AL is coesatl to
impact organizational commitment and job satistacti

Job satisfaction means “effective response to fipeaspects of a job” (Chen, 2006, p. 274).
Organizational commitment and job satisfaction ewcka performance. Supervisors support is necefsary
job satisfaction (Baruch—Feldman et al, 2002). @rej@b satisfaction leads to greater OC (Blued@882).
According to Bateman and Strasser (1984), high 6itaeces job satisfaction. Various studies conduated
AL and job satisfaction have found a positive ielahip between the two (Walumbwa et al, 2013). Job
satisfaction means the contentment level of an eyag with respect to a job. It is affected by biaternal
and external factord\eiss, Dawis, England & Lofquis1967). Overall Job satisfaction is a combinatbn
both.

H2: Authentic leadership has positive relations with $atisfaction.

2.2.3 AL & Leader Member Exchange (LMX)

LMX explains that leaders develop relationship wétmployees at different levels. With some they have
high quality social and emotional relationship, Mhwith others it is only at transactional levelidgn,
Sparrowe & Wayne, 1997). Graen and Uhl-Bien (19858¢r to LMX as dyadic exchange relationship
between a leader and followers. The quality of thiationship ranges from low (transactional excjegro
high (trust, loyalty) as stated by Liden & Masylh908). High quality LMX saves time and resources.
According to Graen & Uhl-Bien (1995), LMX results high job performance. Gerstner and Day (1997)
found positive relationship between LMX and jobidattion.

LMX has been variously defined. It is definexdsmcial exchange relationship (Deluga & Perry,199
negotiating latitude by McClane (1991) and as irthlialized relationship (Dansereau, 1995). LMX helps
overcome turnover intentions (Jing-Zhou & Wen-X2811). LMX is supposed to be directly associated
with job satisfaction and OC. LMX is a relation-bdstheory. Its basis is social exchange, recipyoaitd
equity (Deluga, 1994). This social exchange is anbd by reciprocating respect and trust (Graen &
Uhl-Bien, 1995). LMX is thought to be a mediatorbderator (Walumbwa et al, 2011). The consequences
attached with LMX are thought to be OC, job satiitn, and desirable behaviors (Dulebohn et al2201
H3: Leader Member Exchange mediates the relationgdtipden AL and OC positively.

H4: Leader Member Exchange mediates relationship lestwd. and employees level of job satisfaction

positively.
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Fig. 1: Research Model (Source: Authors’ Contribution)

3. METHODOLOGY

3.1 Sample and Procedures

Objectives of this study is to highlight the infhee of AL on job satisfaction and OC under the geah
environment. It is also intended to ascertain thediating effects of LMX on job satisfaction, affivet
commitment, and OC. A cross sectional survey of agars and employees in a service sector was
conducted. The participants were located in Lalard Islamabad. The managers and employees were
selected from a leading school system. A total3ff §uestionnaires were sent to respondents in kst
Islamabad. The minimum qualification set was FA/Fscensure that the respondents understood the
qguestions. The management was first approacheleirhéad office through personal liaison for seeking
their approval and support in getting the questams filled. The questionnaire was delivered bgchan
Lahore and sent through mail in Islamabad. A tofe230 questionnaires were sent out of which 136ewe
delivered in Lahore and remaining 100 to Islamaliadas premised that dynamics of leadership iniser
sector are different from the dynamics in manufactusector. Moreover, the cooperation and the stipp
extended by organization was a welcome facilitatoich made it convenient to get the responses.

3.2 Measures

Walumbwa et al (2008) developed a scale used far IlAlvas measured by using five-point Likert scale
ranging from 1-5, strongly disagree to stronglyesgrThe 5-point Likert scale ranging from 1(strgngl
disagree) to 5(strongly agree) was used for maagydb satisfaction was developed by Zopiatis et al
(2014). OC was measured by using scale developeldaby and Stella (1991) 5-point likert scale that
ranges 1-5 strongly disagree to strongly agree LIWX, scale developed by Graen, Hui, and TaylorO&0
ranges from 1-strongly disagree to 5-strongly agras used.

4. ANALYSIS AND RESULTS

4.1 Measure Assessments

The Factor Analysis has been performed on data shemsure the consistency of our data. CFA isedon

70
ISSN 2076-9202



ELITE HALL PUBLISHING HOUSE

International Journal of Information, Business dahagement, Vol. 14, No.1, 2022

check the validity of instrument. So, in this studgtly we run CFA, and after that perform corteda and
regression. The Confirmatory factor analysis isalém analyses the variable’s fithess with the haflp
AMOS’s Software (TableZ). Authentic Leadership has 4 factors with poor eididness CMIN/DF= 72,
CFI= 0.602, RMSEA= 0.112, GF= 0.848, TLI= 0.512, RM0.35, X = 412.3.Leader Member Exchange
has 3 Factor with poor model fithess CMIN/DF= 7EI€0.602, RMSEA= 0.112, GF= 0.848, TLI= 0.512,
RMR= 0.35, X = 412.3. There were 2 factors of Organizationah@utment in its actual scale with model
fitness of CMIN/DF= 48, CFl= 0.761, RMSEA= 0.119F&0.885, TLI= 0.672, RMR= 0.347x 234.7.
Current Motivation has 3 Factors in actual scalepaed with model fitness CMIN/DF=48, CFl= 0.873,
RMSEA= 0.100, GF= 0.906, TLI= 0.825, RMR= 0.3 ~180.0.

Table Z Results from Confirmatory Factor Analysis

Model X2 Df | x2/df | CFI | RMSEA | GFI | TLI | RMR
Authentic Leadership 4 Factor 442.3| 72 | 6.143] .602| .112 .848 | .512 .035
Leader Member Exchange3 Factor 412.3| 72 | 6.143] .602| .112 .848 | .512 .035
Organizational Commitment 2 Factor 234.7| 48| 4.890| .761| .119 .885 | .672.034
Current Motivation 3 Factor 180.0| 48 | 3.750| .873| .100 906 | .825 .031

4.2 Descriptive Analysis

In (Table [ ) the correlation provides the support that how itidividual factor of each variables has

influence on each other. In the parentheses we ditgglayed the AVE value of each dimension of the
variable. Results of the correlation table showat thll the dimensions of each variable are positive
correlated with each other.
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sV LI LC EC sC Ss sc1 SR oP oM JP J OR1
SV (.389)

LI 725+ (521)

LC 6677 873  (.699)

EC  .663 .958% .872% (.609)

SC 697%™ 7547 727" 730  (.624)

SS 567  536%* 549%™ 5237 5130 (722)

SC1 541%™  527% 514%™  490%  550% 723"  (.836)

SR .507* .555% 548%™  538%  504* 676 768  (.781)

OP 579  564* 560%™ .526* 573%  520%  550%  5EI*  (.749)

OM 460%™  AT7*  AT4™  462%  493% 535+  572%  GIg%  751%  (.677)

JP A450%  350%  358% 320  428%  AT1™ 423" 374" 626%™  548%  (.547)

J 4137 3209 324%  200% 373 435 418" 370" 610 .526% .769%  (.795)

ORL  .453*  .358% .365% .336* 364 435%  432%  442%  B40™ 504 62 737  (.741)

Note: N =220. M=Mean; SD=Standard DeviatiahValues in parentheses are AVE underoot sqlireuthentic leadership :(SV = Standarized

values, LI = Leader Ideology, LC = Leader Consci@ss, EC = Ethical Climate and SC = Sharing Clijpa)d_eader Member Exchange : (SS

= Supervisor Support; SC1 = Supervisor care; SRpe&isor Responsibilityd) Organizational Commitment: (OP = Organizational

Preference; OM= Organizational Motivaticg)Job Satisfaction: (JP = Job Preference; JI=Jobewrent Motivation; OR1= Organizational

Responsibility).

* Correlation is significant at the 0.05 level tdied).

** Correlation is significant at the 0.01 level@iled).

4.3 Regression Analysis
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Table 1ll.  Regression Results for Mediation

Table Il shows the regression analysis of our wtudriables. Table shows that authentic leadership
significant positively related to organizationahwmitment (B=.556, p<.05), it means that H1 of cudy is
supported by our data. Authentic leadership is aigoificant positively related to job satisfacti(B®r.442,
p<.05), it means that H2 of our study is suppobgaur data.

Table shows that after placing mediator (Leader entxchange), relationship of authentic leaderahib
organizational commitment remains significant betiabvalue decreases (B=.213,p<.05) which meansetead
Member Exchange mediates the relationship of atithieradership and organizational commitment, smH3
our study is also supported by our data. Table shinat after placing mediator (Leader Member Exghan
relationship of authentic leadership and job satiébn remains significant but beta value decreases
(B=.295,p<.05) which means Leader Member Exchanggiates the relationship of authentic leadershg an
organizational commitment, so H4 of our study saupported by our data. This is also shown byahke
that before and after the CFA our correlation risstémain the same which means that after improwing
fitness of the study model the results of the staiyains same.

Job Satisfaction Organizational Commitment
Step 1
Authentic Leadership A42%* .556**
Step 2
Leader Member Exchange .395** 450**
Authentic Leadership 213 .295**
5. DISCUSSION

5.1 General Discussion

This study was under taken to establish relatignehiAL with OC and Job satisfaction. The mediatinte

of LMX between AL and OC and AL and job satisfantiwas also examined. We propose that variables
mentioned above positively influences OC and Jeisfaation. The mediating role of LMX was propoged
have positive relationship between AL and OC ansvéen AL and job satisfaction. The results supfoet
hypotheses. In this study we conducted factor aiglyve run EFA and CFA of the study variables and
relate their dimension individually, after that weoceed to the correlation and regression, the &)
supported our hypothesis and give good model ftnes

5.2 Limitation and Future Research

This study has few limitations. The reliance iscpld on cross sectional data. A small sample of 230
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participants was included from two cities of PakmstStudy confined to schools in two cities onlplyOone
mediator of LMX studied. For future research iregeommended that; longitudinal design should bel.use
Size of participants to be increased. Sample mayaken from more cities in Pakistan. Replication of
research in other organizational context shoulctcdeied out. Use of other mediators like psychalabi
empowerment and organizational culture should Insidered.

6. CONCLUSION

This study was focused on importance of AL in edocasector. This study identified positive relaiship

of AL with organizational commitment and job sadistion of employees in a school system. Employee’s
satisfaction and commitment to organization aremtss for an organization to grow and thrive. Aads to
enhancement in individual and group attitudes aglthbiors. AL, if practiced in service sector, esagc
education, can lead to many desirable outcomedlditian to the ones focused in this research. feutur
research needs to focus on determinants of AL amigty of variables for enhancing positive outcorites
education sector. We hope and expect future reseaevould explore AL in the context of our culiuzad
structural environment.
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Abstract

Inflation refers to a situation in which the econdnoverall price level is rising. The inflationteais the
percentage change in the price level from the prevperiod. The measures of inflation are variausep
indices, such as a consumer price index (CPI), ymed price index (PPI), or GDP deflator. However,
inflation is usually defined as a change in the G#r a time. The aim of this study is to identihe
determinants of inflation by using regression medeal Ethiopia. Multiple regression Models, Logistic
regression models and coefficients of determinatizethods of data analysis were used in this study.
Comparisons were made between food price indexnaneood price index using the Z- test and regassi
analysis. The findings of the study suggest thatgercentage of food price index in higher thaat ti
non-food price index. The determinants of inflatiifier between sectors (food and non-food) anctitne
horizons under consideration. The most importante® behind inflation were money supply, access of
agricultural products, Tax, Exchange rates, Infrestire, Access of raw material for production, drtpand
Producers price index. To contain inflation, theref the policy interventions aimed at tackling tuerent
determinants of inflation need to take into accatmet priorities of the government as the effecpolicy
instruments and means of solutions.

Keywords: Inflation, Multiple Regression, Logistic regressidthiopia and Consumer Price Index.

1. Introduction

1.1. Background of the Study
Inflation can be defined as a sustained or contisuorise in the general price level or, alten@y, as a
sustained or continuous fall in the value of mor8gveral things should be noted about this dedimitFirst,
inflation refers to the movement in the generakleof prices. It does not refer to changes in orieep
relative to other prices. These changes are comgwen when the overall level of prices is stableofd,
the rise in the price level must be somewhat sabiataand continue over a period longer than a degk,
or month. However, if the rise is a continuous drgtead, it is called deflation.
There are many measures of inflation, because tnerenany different price indices relating to difet
sectors of the economy. Two widely known indicesvitiich inflation rates are reported in many coigstr
are the Consumer Price Index (CPI), which measiinesate of change in the prices of goods and sesvi
bought by the consumers, and the GDP deflator, whieasures prices of locally-produced goods and
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services (CSA, 2001).
In Ethiopia raw inflation figures are reported muagtusing the Consumer Price Index (CPI) by thetén
Statistical Agency. The CPI is an estimation of gree changes for a typical basket of goods. heiot
words, the prices of everyday goods such as houking, education, clothing, etc., are comparethfome
month to the next and the difference representsCRé The CPI published by CSA composed of the
weighted average of two sub indexes that refleetdévelopment of prices of goods production inatert
sectors of economy, namely food and non food p(iC&A, 2005).

1.2. Concepts and Measurements of inflation and Copatation
A price index is a weighted average of the pricest mumber of goods and services. Inflation rates a
calculated from different price indices.
I) The consumer price index (CPI):
Consumer Price Index (CPI) is the measures chaimgése prices of basket of goods and services that
households consume. Such changes have an effé¢leé @aal purchasing power of consumers’ incomes and
their welfare. When the prices of different goodsl @ervices vary by different rate, a price indar only
reflect their average movement. The types of iiftaimeasurement provide different outcomes withrthe
respective purpose. The CPI measures only the eharthe price of consumer goods and services.

II) Producer price index (PPI) :

It measures the general price level at the prodstage. These are generally the prices chargedhdy t
producers at the level of their first commerciahsaction. These are of course the wholesale pleaged

at the first link of the distribution chain. Thegeaces are easy to obtain and monitor. The constru@and
interpretation of this index is broadly the saméehad of the consumer price index.

[Il. GDP-Deflator: It is the ratio of nominal and real gross domegtmduct.

In the past, rise in prices in Ethiopia were assed with fall in output (mainly agricultural hastg and
years of high production were accompanied by falpiice. In 2000/01, for example, output grew b§ 8.
percent (mainly due to a 9.6 percent increase lic@tural output) and consumer price index deceeasy
5.2 percent (owing mainly to a 10.4 percent desgea food price). In the following two years thevas a
significant fall in agricultural production due tnfavorable weather condition. Particularly, in 2@3
agricultural output decreased by 10.5 percent haccbnsumer price index increased by 15.1 peredtit (
food price growing by 24.8 percent). In recent gedowever, this trend seems to have reversedpsiths
soaring despite fast growth in output. From 20033@%ards, output on average grew by 11.8 percent pe
annum while during the same period, prices havevgroy 11.4 percent per annum (MoFED, 2007/08 and
NBE, 2006/07).

There are different empirical studies on the pdssburces of this inflationary situation in theuntry. The
major sources of inflation discussed in the literatare increase in money supply unwarranted byetred

of output growth, the nature of investment in toerdry, the widening of the national deficit andysaof
financing it, the inefficiency within governmentrdoolled organizations, soaring of oil prices arttiens
(Geda and Tafere, 2008; Goodo, 2008; Seid, 20@8}ohtrast, the government argues that the inflago
due to rapid economic expansion that has happemembuntry. They also indicate that oil prices and
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increase in world food prices as the possible sources of the inflation.
In Ethiopia, the food inflation rates show a general trend of increasing over the years 2004 to 2009, reaching
highest level in 2009. At the national level, the food inflation rate steadily increased from a mere 3.4 percent
in 2004 to 13.6 percent in 2006 and rose further to 61.1 percent by February 2009. The rise in the food
inflation rate was due to the rise in the prices of cereals, pulses, meat, oils and fats, milk and eggs,
vegetables and fruits, spices (especially whole pepper and chili), potatoes and other tubers and stems, other
food items, and food taken away from home (John et al., 2009).
There are limited researches conducted on inflation and its correlates in southwest Ethiopia. The implication
is that the inflation situations of the area were not given attention. Beside this, most research papers focuses
on the national level causes of inflation. Measuring, identifying the determinants and analysis of inflation,
in Ethiopia becomes sound enough to put an agenda on the inflationary process, targeting of policy makers
in intervening on that particular study area.
1.3. Objectives of the Study

The main objective of this study is to identify the determinants of inflation by using regression models in
Ethiopia. Specifically, this research aims:

e To identify the determinants of food and Non-food inflation in Ethiopia.

e To compare food and non-food inflation in Ethiopia.

o To study the relationship between consumer price index, food and non-food price index.
. \ :
)
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2. Materials and Methods

2.1. Data type and sources

This study was conducted in Ethiopia. The study applied the secondary data type collected from different
organization and institutions (CSA, Ministry of Finance and Economic Development (MOFED) and
National Bank of Ethiopia).

2.2. Methods of Data Analysis

The Z- test for the difference between two population means:

Suppose that there are two samples drawn independently from two populations with mean p; and p»,
respectively. Then, the test about the significance of the difference between the two means takes one of the

following forms:

Hyp: pw-m=0VsH;:u-pp #0 e (D

OR

Hy:pw-pp =0 Vs Hytpp-pp >0 ()
OR

Hy:pw-wo =0 Vs Hp:pup-p <0 3)

Where, Hy and H; stand for the null and alternative hypotheses, respectively.
The test statistic is then given by:

X, - X,
= e
. B 4)
ISi , 53
[ 124 n,
N 83
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Where, R is sample size from populationl; i$ sample size from population2, is the mean of the
sample taken from populationl, is the mean of the sample taken from population 2,is the variance
of the sample taken from population 1, is the variance of the sample taken from poputa®io
The Regression Analysis
A regression equation containing only one predistariable is called arsimple regression equatidme T
simple linear regression model is:

Y= ot 1 Xq14+ o e (5)
where ¢ and ;, are constants called the model regression caftic or parameters, ands a random
disturbance or error term. It is assumed thaténrémge of the observations studied, the lineaatmu (5)
provides an acceptable approximation to the trisgiom between Y and X.
A linear regression equation of the dependent bbaid on k independent variableg,Xo, ..., Xk is given

by

Y= o+ X1+ 2Xo+ . F Kkt (6)

Where,

1 2 ..., kare the slopes (the change in Y for the unit ckandghe explanatory/ independent variabjg X

ois the value of Y when all explanatory/independeartables assumes zero valuis the random term.
Logistic Regression Analysis
Logistic regression is a popular modeling approadten the dependent variable is dichotomous or
polytomous. This model allows one to predict thg dolds of outcomes of a dependent variable froet afs
variables that may be continuous, discrete, caiegjoror a mix of any of these. Hosmer and Lemeshow
(2000) have described logistic regression focusingts theoretical and applied aspect. In this \tdior
identifying the determinants of inflation we werengpute a dichotomous variable indicating whethereh
is inflation or Otherwise.

------------ - (7)

Where CPI denotes Consumer Price Index that meaguwanflation.
In logistic regression analysis, it is assumed that explanatory variables affect the responseutirca
suitable transformation of the probability of theesess. This transformation is a suitable link fiomcof P,

and is called the logit-link, which is defined as:
I

$', % & (& (& ()(& « «))*t+)))+)))))))++)+ "

where o, 1, 2 .. pare the model parameters ad. . . , % will the predictor/independent chosen
variables. The transformed variable denoted byt I} is the log-odds and is related to the explanatory
variables as in equation (8).

' #

Parameter Estimation

The most commonly used method of estimating thamaters of a logistic regression model is the nietho
of Maximum Likelihood (ML) instead of Ordinary LeaSquares (OLS) method. Mainly for this reason the
ML method based on Newton-Raphson iteratively rghiid least square algorithm becomes more popular
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with researchers (Ryan, 1997). Specifically, f@aaple of size n whose observations aieyy... yn), the
corresponding random variables are;,(M»... Y,). Since the Yis a Bernoulli random variable, the
probability mass function of;¥s:

0 B0 M e e 9)
Yi=0orlandi=1, 2,...,n
Since the observations are assumed to be indepetidetikelihood function is obtained as the proidof
the terms given in expression (9) as follows:

6
& 405 "12830 5"9°'?$$$55553555555535553%%
7
The principle of maximum likelihood states that use as our estimate ofthe value which maximizes the
likelihood function. However, it is easier matheioally to work with the log likelihood function. Ténd
the value of that maximizes L() we differentiate L() with respect to and set the resulting expressions
equal to zero. These equations, known as thelitetl equations, are:

6 6
8/ $05 "9 ;<=:5>8/ $05 " $EITTETSTSE558$%%
7 7

For logistic regression the expressions in equatldn are nonlinear in and thus require special methods
for their solution. These methods are iterativanature and have been programmed into availabletiogi
regression software. As such, it represents ttedfibr predicted value for the logistic regressimdel. An
interesting consequence of equation (11) is that

0 $PEFEITFTEFETITSTSTTSEI8558% @

That is, the sum of the observed values of y isktguthe sum of the predicted (expected) values.
In fact, the maximum likelihood estimates ofn the multiple binary logistic regression modale those
values of that maximize the log-likelihood function.
3. Results and Discussions

3.1. Descriptive Analysis
The descriptive statistics including the mean, dt@dard deviation, the coefficient of variatiorvjCand
Percentage values of the series under study asemgesl in table 1. The result shows that therd @8efood
price Index and 210 non- food price Index from 4@®eral Index. The mean percentage to be 43.60% and
56.40% for the non-food price Index and food pititgex, respectively.
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Table 1: Descriptive Statistics for general Index

Series OBs Mean Stand.
deviation Percentage Ccv
Food Price Index 198 46.22 7}
56.40% 0.521
Nonfood Price Index 210 281 38.42
43.60% 0.723
Consumer Price Index 408 44.33 36.25 100%
0.521

To test the significance of this difference we uisel one tailed test given by (3). The calculatedsihg
equation (4) was found to be Z - 1.75. This value is less than the correspantibulated value, -1.64, at
= 0.05. Thus we reject the null hypothesis thatehs no difference in the proportion of food prindex
and non-food price index and conclude that thegrgege is higher in the food price index group.
Multiple regression Analysis
We can test for the statistical significance of trea¢ the independent variables. If Sig. < .05, vem c
conclude that the coefficients are statisticallyngficantly different to O (zero). Regression arsiyusing
the method of ordinary least square yielded thieviohg results.
Table 2: Coefficients of multiple linear regressions, assupCPI as response variable.

Standardize Collinearity
Unstandardized d Statistics
Coefficients | Coefficients
Std. Toleranc|VIF
Model B Error Beta t Sig. |e

(Constant) 30.62 2.247 32.01¢ .00Q - -
Total Family Size (X) 1.501 .360 .003 24.12¢ .060 0.59§ 1.23
employment (%) -1.910 .500 .012 1.003 .0513 0.862 1.04
unemployment (%) -2.1372 077 -021 -8.720 .054 0.95§ 1.41
place of residence ¢X 1.23(C .089 .028§ 6.11§ .054 0.782 0.98
Access of food and 0.871 1.27
non-food products (¥ -0.12¢ .045 .051 1.873 .002
Access of raw material f i 0.721 1.0Z
oroduction (X) -2.06 .086 -.315 -24.019 .00@
Money Supply (%) 1.466 321 284 22.060 .000 0.477 1.00
Economic Status (g .024 .055 .00§ 437 .053 0.14Z7 0.85
Infrastructures (%) -2.30 0.3@ 0.0 24.22 0.03 1.18§ 0.95
Wages (%o) 1.02 .025 0.0§ 18.3 0.52 0.93 0.8§
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Farm Products () -3.21 0.31 0.08 25.3 0.001 1.08 1.01
Family Income (X») 1.03 0.02 0.04 19.25 0.058 0.95 0.87
Import (X13) 2.35 0.54 0.12 26.2¢ 0.001 1.0§ 1.25
Export (Xi4) 1.28 0.03 0.50 13.1§ 0.062 0.99 1.09
Producer Price Index j i 1.25 1.20
(X129 3.60 0.28 0.23 28.32 0.003

Exchange rate () 2.85 0.36 29 23.04 0.004 0.9 1.08
Tax (X17) 3.25 0.23 0.58 24.124 0.001 1.08§ 0.95
Dependent VariableCPI (Consumer Price Index).

As we can see from table 2 above, family size, egyment status of the family (employment and
unemployment), economic status of the family, fgnmicome, export, wages and place of residence were
insignificant variables, Sig. > 0.05. This impliéssignificant variables were less predict to tlepenhdent
variable than significant variables, Sig. <= 0.Q&ing the backward elimination, the fitted modelas
follow:

CP1=30.62 - 0.13X- 2.07% +1.45X% - 2.3% - 3.21X;1 + 2.35X%3 + 3.60X%5 +2.85X% + 3.25%7-(13)

Where, CPI - is Consumer Price Index, Access af toal non-food products €)X Access of raw material
for production (%), Money Supply @ Infrastructures (¥), Farm Products (%), Import (%3), Producer
Price Index (Xs), Exchange rate (%) and Tax (X;) are significant variables, P-value < 0.05.

From equation (13), the PPl measures the changeiinprices received by domestic producers of all
commodities increase the CPI inflation also incesaky 3.60 unit. Similarly, as Money Supply, Import
Exchange rate (%) and Tax (X7) increases by one-unit price the CPI inflatiorréases by 1.45, 2.35, 2.85
and 3.25 respectively. Finally, as the averageepoicAccess of food and non-food products, Accésaw
material for production, Infrastructures (electsicroad, water, etc) and farm products increagesne unit
the CPI (inflation) decreases by 0.13, 2.07, 2/31 221 respectively as other variables were canhsta
Logistic Regression Analysis

The Initial Log Likelihood Function, (-2Log Likeldod or -2LL) is a statistical measure like totainsuof
squares in regression. The initial —2LL value i822.017 at step 0, before any variables have baeéedato
the model.

Table 3: Test of Significance of Independent Variables Usivajd Test

Analysis of Maximum Likelihood Estimates

Wald 95% ClI
Estimate Chi-squ |Pr>Chis| OR |lowe| upper
DF () S.E are q r
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Intercept 1 25.05 - 32.010| .000 - - -
Total Family Size (X), 1 0.360 0.383 | 3.120 | 0.065 | 1.958|1.65(0 2.350
employment (%), 1 .500 0.012 | 1.003 | 0.051 | 2.962|2.54]1 3.510
unemployment (), 1 077 0.021 | 4.720 | 0.054 | 4.982|4.62(0 5.630
place of residence @X 1 .089 0.028 | 6.118 | 0.064 | 1.782|1.480 2.630
Access of food and 3.871|3.320 4.302
non-food products (3, 1 -2.045 | 0.051 | 24.873| 0.002

Access of raw material 6.721(6.250 7.201
for production (%), 1 -3.086 | 0.315| 23.019| 0.000

Money Supply (%), 1 1.321 0.284 | 22.060| 0.000 | 5.472|5.120 5.892
Economic Status (g, 1 1.055 0.356 | 2.037 | 0.052 | 1.842|0.652 1.250
Infrastructures (), 1 -2.25 0.302 | 25.23 | 0.002 | 0.862 |4.21Q 4.850
Wages (Xo), 1 1.03 0.130 | 2.340 | 0.620 | 1.085|0.952 1.520
Farm Products (%), 1 -3.01 0.250 | 19.120| 0.001 | 0.935(6.980 7.320
Family Income (%,), 1 1.30 0.480 | 5.230 | 0.630 | 2.030(1.930 2.320
Import (X13), 1 1.85 0.852 | 21.120| 0.003 | 5.300 |5.00% 5.560
Export (X14), 1 3.20 0.452 | 6.235 | 0.051 | 1.200(0.99% 1.630
PPI (%), 1 3.26 0.365 | 28.230| 0.001 | 8.230|7.562 8.852
Exchange rate (6) 1 231 0.088 | 23.200| 0.001 | 6-874|6.302 7.201
Tax (%) 1 | 320 | 1250 24.02 | 0.002 | 3200/3.001 3.410

According to table 3 Access of food and non-fooaldpicts (3§), Access of raw material for productiongfX
Money Supply (%), Infrastructures (¥, Farm Products (%), Import (Xi3), Producer Price Index ¢X),
Exchange rate () and Tax (X7) are significant at 5%, P-value < 0.05, whereasilfasize, employment
status of the family (employment and unemploymesgnomic status of the family, family income, estpo
wages and place of residence were insignificantalkibes, Sig. > 0.05. Based on the above result, the
regression equation consisting of the significartables is given by:

log(CPI) = 25.05 - 2.05X - 3.09% +1.32X - 2.25X% - 3.01%; + 1.85X3 + 3.26X%5 +2.31 %6 + 3.20%7 .....
(14)

As can be seen in equation (14) at the final stegjority of independent variables are added tddhbestic
regression equation in a stepwise manner. Theiaddf these variables reduced the initial log litkeod
value (-2 Log Likelihood) of 21,332.017 to 19,19666
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Table 4: Result of Model Fit Statistics for Intercept omlyd Full Model

Model Fit Statistics
Criterion Intercept Only Intercept and Covariates
AIC 21334.017 19242.665
SC 21341.722 19442.974
-2 Log L 21332.017 19190.665

The difference between these two measures is theelmahi-square value or likelihood ratio (2141.3524
21,332.017-19,190.665) that is tested for staibsgnificance. This test is analogous to the $t-ter R2 or
change in R2 value in multiple regressions whictstevhether or not the improvement in the moded@ated
with the additional variables is statistically siggant.

Table 5: Test of Significance of the Relationship betwesnDependent and Independent Variables.

Testing global Null Hypothesis: BETA=0
Test Chi-square DF Pr > Scisq
Likelihood Ratio 2141.3524 25 < 0.0001
Score 1967.4172 25 < 0.0001
Wald 1708.8907 25 < 0.0001

In table 5 the model Chi-Square value of 2141.3624 a P-Value of less than 0.0001. Similarly, score
Wald tests also have P-values less than 0.05 ansigmificant. These indicate that all three tggd similar
conclusions, that is, the final model with explamgatvariables was more effective than the null nmo8e, we
conclude that there is a significant relationshgiween the dependent variable and the set of imdieme
variables.

4. Conclusions and Recommendations
4.1. Conclusions

The main objective of this study was to identife ttheterminants of inflation by using regression eisdn
the study area. Attempts were also made to idetitdyfood and non-food inflation and compare therthe
study area.

The results of the analysis showed that the nod-farice index was higher than that of food pricéeix
Reveals that the impact of variables on inflatioarevvaries according to the variable status. Thanme
percentage of access of food and non-food procgt{B.20%), money supply (8.20%), Tax (8.00%) and
exchange rates (8.00%) were the highest percentagagaring to the other variables.

This study found evidence that some of the varmbtsidered have significant influence on inflatidhe
rate of inflation (CPI), Access of food and nondgaroducts, Access of raw material for productidioney
Supply, Import, Producer Price Index, Exchange, réae, Infrastructures and Farm Products were fdond

89
ISSN 2076-9202



ELITE HALL PUBLISHING HOUSE

International Journal of Information, Business dahagement, Vol. 14, No.1, 2022

be important determinants of inflation whereas fgrsize, employment status of the family (employten
and unemployment), economic status of the faméyify income, export, wages and place of residence
were insignificant variables among the stated Wem From the result of multiple regression moties,
rate of inflation (CPI) is increases with increasinf Money Supply, Import, Producer Price Index,
Exchange rate and Tax and decreases with increzsédrastructures, Access of food and non-food
products, Access of raw material for production Badm Products.

The coefficients in the logistic regression arecdasn what is called the odds-ratio. It is thedadty which
the odds change when the independent variableaseseby one unit. If is positive, this factor will be
greater than 1, which means that the odds aredsetk if is negative, the factor will be less than 1, which
means that the odds are decreased. Whsi®, the factor equals 1, which leaves the odd$hanged. From
the results for positive, the Odd-ratio (ORs) are greater than 1 implies$ the odds are increased and for
negative , the Odds-Ratio (ORs) are less than 1 impliesttiteabdds are decreased.
4.2. Recommendations
This study has tried to identify the determinarfténfiation in stated study. Based on the resuitsuksed
above, the researchers would like to forward ttievieng recommendations: -
Money supply growth has been one of the prime detemts of inflation. Therefore, in order to beeabl
to curb the upward trend in prices, it is essemti@dopt conservative monetary expansion.
Access Infrastructures (Electricity, Access of RoWthter, Telephone, etc) were the determinants of
inflation in negative direction. Thus, Increasihg tAccess of Infrastructures will decrease thatidh
process.
Tax and exchange rate were positive determinantsftidtion. Therefore, the government should
decrease the tax to decreases the inflation.
Agricultural Products and Access of inputs for proiibn (Farm lands, Live stokes and etc) were the
determinants of inflation. Therefore, increasing #yricultural products will important for contrbie
inflationary process.
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Abstract

Development-induced dislocation could be an opmittor a challenge for the dislocated people al$ age

the host community. This study aims to assess ffexte of dislocation on socioeconomic of rural
community in terms of basic needs for human anct&iibn. Random samples of 180 rural communities
were selected using multistage random sampling filoenstudy area. Comparisons were made between
dislocated and non-dislocated using the hypothesiing. To assess the impact of dislocation on the
educational status of the family, the ratio of dteh in schools to the total number of school agjatiiren

in the family, expressed as percentage. The wlfithe household to feed the family was also seen
terms of the frequency of feeding the children #redadult. It was found that non-dislocated comriyuare
better off than the dislocated in terms of sendihddren to school, housing conditions, health ¢toi,
probability of survival for future life and abilityo finance. The mean difference of family members
attending the school, in both non-dislocated arsodated was not high, shows that the dislocatetl an
non-dislocated were affected as opposed to thergeoeinion that the dislocated people were highly
affected. After all analysis, it can be concludedttdislocation of rural community has high impamtsthe
socioeconomic status of the households. The sealdb reveal that the dislocated rural communitiese
highly affected by communicable and non-communieali$eases. Finally, the results were recommended
as the government, heath institution and non-dekx community should support the dislocated
community as they will adapt to the new relocasds.

Keywords: Dislocation, development, rural Community, Socaeamic, Education, Ethiopia.

1. Introduction
1.1. Background of the study

Displacement is described as the dislocation oplgefsom their native place and region. AccordiagAgba,
Akpanudoedehe, and Ushie (2010), relocation caa feluntary or an involuntary act upon people from
their place to a new settlement sites or the psrsomgroups of persons who have been forced ogaidblio
flee or to leave their homes or places of habitesidence, in particular as a result of reasonainposes.
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There are four categories of causes of displacemaatural disaster-induced displacement (NDID);
Man-made-disaster-induced displacement (MDID); G@Gomwinduced displacement (CID); and
Development-induced displacement (DID). Internaspthcement in Ethiopia has been predominantly
characterized by spontaneous, short-term displacers@ontaneous movements of pastoral communities
have been the traditional form of internal and stberder displacement. This study focused on
Conflict-induced Displacement (CID) (Edwards, AO1B)).

Development-induced displacement (DID) is forcifgcommunities and individuals out of their homes,
often also their homelands, for the purposes oheguc development. Across the world approximately 1
to 15 million people are displaced each year dudet@lopment related mega projects (Bogumil, 2013).

Development induced displacement was started imptnduring the Imperial regime around the 1968 a
1970s (Habtamu A, 2011), and has been historieabpciated with development projects, politicadéxdy,

or accomplishment of food security (Terefe, 20E)wever, the recent displacement patterns arerdiite
from the previous concerns such as resettlemehigees, returnees and demobilization. Currentlgehu
domestic human dislocation is taking place in Hilddor various reasons including dam constructimms
irrigation and hydropower production; urban renepajects referred as provision of better houslagge
scale agriculture investment projects; and consienvaf wildlife via national parks (Gemechu B, 202
Eguavoen and Weyni, 2011; Mesay & Bekure, 2011)shdaFicha’a Dam Project (NFDP) is one of the
development projects in Ethiopia. The project ignfd in Oromia region, 350KM away from Addis Ababa.
The project caused the dislocation of people frbayachomen of Horro Guduru Zone, Oromia Region.

1.2. Statement of problems
Displacement is a problem for the country and high leffects on households’ living standard (Randell
(2016)). Different studies were discussed on tspldcement and dislocation in Ethiopia.  TayeZD.1@)
was conducted a study on “forced displacementietbanflict in focus.” The result show that as frepple
were dislocated from their home land, they wereaéd by different problems like poverty, hung, dgm
of properties, death of family members and lossofal value (Gebre, 2008; Tesfa, 2014).
Previous studies that are particularly done in dgtfa are mostly conducted on urban developmenteiediu
dislocation. The nature of life and its challengesirban areas such as Addis Ababa is quite dritefrem
that in rural areas. To date, little research hesnbconducted on the effects of development-induced
dislocation outside of Addis (Randell and Heatl28]16; Terefe, 2012; Desalegn, Karrippia, and Pyskur
2010; Getu and Assefa, 2015; Bikila, 2014).

Thus, conducting a study on development-induceldahsion in rural parts of the country helps to tca@

the different experiences from resettles with ddeesocio-demographic background. So far, the affett
development-induced dislocation in rural areasremewell addressed. Particularly, no study has anepl

the effects of dislocated people due to Nashe-fiteckdam project. Thus, this study aims to identifg

effects of the dislocated community on the socioecaic of the rural households.
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1.3. Objectives of the study
The main objective of this study is to assess ffexts of dislocation on socioeconomic of rural coomity
in terms of basic needs for human and educatiome Jpecifically, the objectives of this study ase a
follow:
To assess the effects of dislocation on dislocatetinon-dislocated community in terms of education.
To analysis the housing conditions of the dislod¢@ed non-dislocated households.
To analysis the survival probability of dislocatatt non-dislocated peoples.
To compare the dislocated and non-dislocated o$dimoids in terms of living standard and housing
condition.

2. Data and Methodology

2.3. Data Collection Methods

This study was conducted in abay chomen wored@ramia region, where the dislocated of the people
were happened (Nashe-Fincha'a). The data werectetlefrom primary source using interview of the
dislocated and non-dislocated people, focus grduth® people at the site, observation and secondary
source namely median, government and non-governrapott. A number of participants are selected from
target population dislocated and non-dislocateglgeand 180 samples were selected in to the study.

2.2.Methods of data Analysis

The main objective of this study wasto assethe effects of dislocation on socioeconomic
of rural community. To meet this objective, diffetecomparisons were made between distocatedand
non-dislocatedTo assess the effects of dislocation on the edadtstatus of the family, the researchers
were used the ratio of family members in schools #wwse who have attended regular schools to taé to
number of school aged children in the family, espesl as percentage.

Since a lot of the people lost their land and disted from their homes and properties. So, thegtitity of
survival of dislocated people were depends on nslochted, dislocated themselves, local community a
government body. To analysis the probability ofvawal of dislocated people were seen as the funabib
non-dislocated (ND), dislocated (DD), local comntyniLC) and government body (GB). Similarly, the
dislocated people were lost their economy and ktifgabecause of displacement. So, the socioecanom
status of the dislocated people also depends ociollbeing relations: community-community (CC) rétan,
community-government (CG) relation, community-eamo (CE) relation and community-social (CS)
relations.

The researcher classified the households in thy strea as four types of household dislocated pe@P),
non-dislocated people (non-DP), mixed dislocatedpfee (wife dislocated), and mixed dislocated people
(husband dislocated) were compared on a variehposehold level, socio-economic measures: starafard
living and ability to provide housing for family mmbers.

The Z- test for the difference between two populatin means:
Suppose that there are two samples drawnepemtently from two populations with
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mean [; and py, respectively. Then, the test about the significance of the difference between the two

means takes one of the following forms:

Ho:pi-p =0 Vs Hy:ip-pp #0 (1)
OR

Ho:pi-p2 =0 Vs Hy:pp-pp =0 )
OR

Ho:pi-p2 =0 Vs Hp:pi-p <0 3)

Where, Hy and H; stand for the null and alternative hypotheses, respectively.
The test statistic is then given by:

1— X5

Z —_— ——
2 ﬂ 4)

21 4 22

NI ny, n,

Where, n is sample size from populationl, n, is sample size from population2, X, is the mean of the
sample taken from populationl, X, is the mean of the sample taken from population 2, S{ is the variance
of the sample taken from population 1, S5 is the variance of the sample taken from population 2.

For a specified Type I error a, the null hypothesis will be rejected if: |Z] > Zg, for the first form; Z >
7, for the second form; and Z < -Z, for the third form of the hypothesis. Rejecting

the null hypothesis means that there is a significant difference between the means of the
two groups.
The Regression Analysis
A linear regression equation of the a dependent variable Y on k independent variables X, X, ..., Xi is given
by

Y =00+ i X1+ PXot e + BxXk + € 5)

Where Bi, Bo. ..., Bk are the slopes (the change in Y for the unit change in the explanatory/ independent
variable Xj), Pois the value of Y when all explanatory/independent variables assumes zero value ¢ is the
random term. After fitting a linear regression model by estimating the coefficients, we
have to test whether the coefficients are statistically significant. This can be done either by testing the
overall significance of the model or by testing the significance of the individual

coefficients.

Logistic Regression Analysis

Logistic regression is a popular modeling approach when the dependent variable is
dichotomous or polytomous. This model allows one to predict the log odds of outcomes of a
dependent variable from a set of variables that may be continuous, discrete, categorical,
or a mix of any of these. Hosmer and Lemeshow (2000) have described logistic
regression focusing on its theoretical and applied aspect. In this study, for identifying the determinants of
inflation we were compute a dichotomous variable indicating whether there is inflation or Otherwise.

1, Displaced people

PS5 =
{ 0, other wise
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(6)
Where PS denotes population status.
In logistic regression analysis, it is assdmehat the explanatory variables affect the
response through a suitable transformation tie probability of the success. This
transformation is a suitable link function Bf and is called the logit-link, which is
defined as:

logit (P) = ln(

) = o+ BiXy+ BoXiH o BX, (7)

Where o, 1, 2 .. pare the model parameters afg . . . , % will the predictor/independent chosen
variables. The transformed variable denoted byt I{f8) is the log-odds and is related to the explamga
variables as in equation (7).

3. Results and Discussions

3.1. The Impact of dislocation on the Educational tatus of the family.
The percentage of family members was taken to comntfee educational statuses of the dislocated and
non-dislocated. The result shows that there arediflcated and 75 non-dislocated having studentbea
school. The mean percentage of students who atigrniadé schools at the time of the survey was fdoriuk
66.75% and 33.25% for the non-dislocated adibplaced, respectively as shown in table 3.1
below.

Table 3.1: Comparison of the average percentage of family neganyho attending the school.

People classification Sample Size Mean Stand. deviation Percentage
Non-dislocated 75 36.25 41.44 66.75%
dislocated 105 30.766 35.54 33.25%

To test the significance of this differenceee used the one tailed test. The calculated
Z calculated was found to be Z-1.96. This value is less than the correspanpthbulated value, -1.64, at

= 0.05. Thus, we reject the null hypothesis thate is no difference in the mean of students dittgrthe
schools between the dislocated and non-dislocated camnclude that the percentage is higher in the
dislocated group. As we can see from table 3.1itéan difference of family members attending thest
in both dislocated and non-dislocated, was not ig$125) and 30.766 for dislocated and non-diskxtat
people respectively).
From above results, the mean average of family neesbf dislocated people who attending the school
were lower than that non-dislocated person. Thiengit was also made to determine other factors
contributing to the variation in the percentagesctiool aged family members sent to schools. Rsigmres
analysis using the method of ordinary least squilded the following results.
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Table 3.2: Coefficients of multiple regressions, assumingsEesponse variable

Unstandardized |Standardize Collinearity
Coefficients | Coefficients Statistics
Model B Std. Error Beta T Sig. [TolerancqVIF
(Constant) 23.75 | 2.237 - 32.010| .000
Area of farm land (X 2.201 .280 .003 24.120| .000 | 0.958 1.343
Number of cows (¥) 5.410 .500 .012 1.003 | .001 | 0.962 1.04
Economic level (%) 2.332 077 -.021 -8.720 | .004 | 0.982 1.41
Fathers education ¢X 2.870 .089 .028 6.118 | .004 | 0.782 0.98
Total no. of children (¥)] 0.129 .045 .051 1.9273| .054 | 0.7671 | 1.347
Mothers education (g | 2.067 .086 -.315 -24.019| .000 | 0.721 1.02
Employment status (X | -1.466( .321 .284 12.060| .060 | 0.472 1.00
Age of student (¥) 0.024 .055 .006 437 .662 | 0.142 | 0.765
Housing Condition (%) | -.322 .051 -.088 -.297 | .003 | 0.7674 | 1.01
No. of Sheep & Goats 0.7673 1.02
(X120 .250 124 -.010 -.832 | .406

Dependent Variable E (the number of family members who ever readwdubol).

The linear regression equation characterizing ffecteof Area of farm land, father’s education, mats
education, number of cows, economic level of hoakkt) housing condition and number of sheep antsgoa
on the mean total number of school aged childrgmressed as percentage of this analysis. From above
SPSS output of table 3.2, we can write the equatidimear regression as follow:

E=23.75+22X+54X% +23X%+3.7X+23%+1.5X% +2.20% (8)
Equation (8) shows that as the area of farm laedeases by 1 timad, the percentage of children tsent
school increases by 2.2. As the number of cowsemses, the percentage of children sent to scisol
increases. In similar ways, as the economic lek#iefamily increases by 1 unit, the percentagehilfiren
sent school increases by 2.3, as the father’s éidaciacreases by 1 year, the percentage of chmldent
school increases by 3.7, as the mother's educat@aases by 1 year, the percentage of childrehtsen
school increases by 2.3. Similarly, housing conditand number of sheep and goats positively determi
the mean of sending the children to the school.eOthariable like total number of children,
employment status and student age were found MHe insignificant in determining the
dependent variable under consideration (table 3.2)

To analysis the economic level of community in #stedy area, the researcher classified the populatso
dislocated and non-dislocated and economic levébwasmiddle and high. The result of the surveywho
that the economic level of the dislocated and nisitedated people were almost equal, low (52.25%),
middle (36.22%) and (10.53%) for non-dislocated &l (58.55%), middle (33.42%) and (8.08%) for
dislocated people. The dislocated’ people sufferdok from diseases, food shortages and humamitaith
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couldn’t reach them because of new residential site

3.2. Impacts of dislocation on the survival of disicated people.
As it was done for other variables, deteation of the factors contributing to the
probability of survival of dislocated people as afehe strategies or the sole strategy in timefooél of
shortfalls or any problems/ was done using theshkogiregression analysis. The survival status ef th
dislocated people were depends on non-dislocatddl), (Wislocated (DD), local community (LC) and
government body (GB), was considered as explanatanjables. The backward conditional variable
selection method yielded the following result.

Table 3.3: The back ward elimination of all variabjessuming, & as dependent variable.

95.0% C.l.for
EXP(B)
Model B S.E. Wald Df Sig. Exp(B) | Lower | Upper
ND 0.762** .0264 20.004 1 0.00d 932 904 .961
DD 2.87** 0.001 0.264 1 0.001 0.031 .00d
LC 6.43** .008 .062 1 .0.00d 1.00q .98 1.01%
GB 0.50d .004 .051 1] 0.2501 999 .991 1.00§
(Constant) -2.099 6.083 119 1] 0.7314 8.127

Log-likelihood = 22.736** , Probability = 0.0000.

Note: ** and * indicates that the coefficients argnificant at 5% and 10% Levels of significant
Where, $q = probability of survival.

The empirical result shows that, all the ffioents are significantly different from zero
at 5% level of significance. The variablesgpiceors non-dislocated (ND), dislocated (DD), local
community (LC) and government body (GB) have waddue of greater than zero (see Table 3.3), which
confirms their positive relation with the probatyilof survival. From above table 3\8e can write the fitted
model as:
Fu=-1.3 + 0.762ND + 2.87DD + 6.434C 0.61GB 9

As it can be seen from equation (9), the probabilftsurvival of dislocated people increases by6R.With
the unit increase in the support of non-dislocalgd?.87 with the unit increase in the dislocated by 0.61
with the unit increase in the government body; @mtdeases by 6.43 with the increase the unit in tloeal
community. The implication may be that dislocatedgle can be supported by non-dislocated, thenselve
local communities and government body to survivieisTimplies the non-displacer, local community and
government body also sharing the problems of thlchted people by supporting them. It shows #mt,
the support of dislocated people by supporters -@isplacer, local community and government body)
increases, the economic level of the community becdecline; displacement had a positive impacthen t
economic level of the local community and governtrizy.

3.3. Impacts of dislocation on the health conditiomnd social relation of dislocated people.

The health condition of the dislocated people Hiedint sites was surveyed. The results from susreyw
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that, out of the total dislocated people more thalh (43.12%) were patients, suffered by diseasesfa@od
shortages. The dislocated people were living withether closely; using common eating and drinking
materials, shows the transmission of communicaisieades were high among the dislocated people.
Using the data collected from the dislocated peoptbe socioeconomic status of the dislocated gewpls
depends on the relations: community-community (@€ation, community-government (CG) relation,
community-economy (CE) relation and community-sbi5) relations. Hence, the dislocated communities
were loss cultural, social relation, separated fibeir relatives and the government support thetnera
than asking income like; land rental, tax, etc. Seheeveal that the social and economic levels ef th
community as well as the country were decrease
3.4. Impacts of dislocation on living standard andhousing condition of dislocated people
The reported standard of living differed across fimer types of households. As shown in table 3, t
proportion of households that reported a low stethad living (‘poor’ or * very poor’) was highestnaong
dislocated households (35 percent), followed byedikouseholds with a dislocated husband (31 pe}),cen
mixed households with a dislocated wife (28 pergeantd finally non-dislocated house-holds (21 petce
A logistic model accounting for household size, tender, age and years of schooling of the head of
household showed that the odds of reporting a amdard of living were almost twice as high among
dislocated households as among non-dislocated(odés ratio = 1.92, p < 0.05) (see Table 3.4). &heas
no statistically significant difference between awtjrer combinations of household types in the oafds
reporting a low standard of living. In additionetbdds of reporting a low standard of living weosigively
associated with household size (odds ratio =1.34,(Q005) and negatively associated with both yedrs
schooling (odds ratio = 0.76, P < 0.01) and agl®head of household (odds ratio = 0.89, P < 0.05)
Table 3.4:Household standard of living and Housing condition
Low Standard of Odds Ability to provide Odds

Types of household living (% poor & Ratio house (%) Ratio
very poor)

Dislocated 35 1.92 50 0.7
Mixed, dislocated male 31 1.6 50 0.6
Mixed, dislocated female 28 0.9 64 1.34
Non-dislocated 21 Ref. 61 Ref.
Age - 0.89 - 1.03
Gender (Ref. male) - 1.5 - 0.3
Year of schooling - 0.76 - 1.34
Size of household - 1.34 - 0.94
Constant - 2.2 - 0.13

Notes: Ref. refers to the reference category. n/a rétermn-applicable. Age, gender, and years of sahgol
refer to the head of household.

In addition, relative to their non-dislocated carparts, dislocated households housing and tygeo$e
were considered. The study considered the havib@enng their own house as well as roofing, widior,

to assess the housing conditions of the peopletébde 3.5).
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Table 3.5: Distribution of household by housing condition,ex they live at the study time.

Owner of house Roofing Material
Their own Not their | Grass (%) Plastic (%) Iron sheet
Types of household house (%) own (%) (%)
Dislocated 6.45 95.45 13.20 43.34 38.27
Mixed, dislocated male 27.35 72.65 26.65 18.25 ®4.1
Mixed,dislocated female  27.35 68.55 31.23 18.12 51.35
Non-dislocated 72.67 12.35 28.65 3.25 63.23

As we can see from table 3.5, on average livinthér own house for dislocated households were Ismal
(6.45%) than that of non-dislocated ones (72.678d)anly 6.45% of dislocated households, those liagro
house at different town, were living in their owause at study time. Most of the dislocated housisho
were living in plastic roofing house (47.34%) amhrdislocated household were living in iron sheetfing
(63.23%). In addition, the mixed dislocated houseéhdhose living in their own house (27.35% for enal
dislocated and 27.35% for female dislocated) wewest than that of non-dislocated (72.67%).

4. Conclusions

4.1. Conclusion and Recommendations
The main objective of this study was to assessftieets of dislocation on socioeconomic of rurahoounity
in terms of basic needs for human and educatioa.rébults of the analysis showed that the non-chséal
people were better off than the dislocated ireirthabilities to send children to school, row
houses roofed with corrugated iron sheet,indivstandard and ability to finance the family in
times of food shortage.

The number of oxen, area of farm land, fathers atilme, mother education, economic level of familymber

of goats and sheep and housing condition wereipelsitaffected the percentage of children to bet $en
school. The probability of survival of dislocateds\positively determined by the support from ncsietiated,
local community and government body. This revehkst, the economic level of the community, the
investment by government and were decreases, tiadanited economy of the community were consumed
by a lot of dislocated people. In addition, diskechpeople were highly affected by the communicaioié
non-communicable diseases and suffering by hunger.

The findings reveal that the aspects of the sedeneward mobility caused by dislocation: the los&and,

loss of properties, loss of privacy due to lossdsoand moral damage caused by forcing people ve kbeir
homes and communities. The dislocated people wd#maed to leave their home and properties, ang the
had relocated at new residential site. Hence, tmntunities were supporting some of basic needs, the
dislocated people are unmet in basic needs, hsadtlice was rarely met and shelters were in difficays.

Comparing the four types of households on a vaétgocio-economic indicators showed that, compared
with non-dislocated households, dislocated onefed higher levels of poverty, lower ability tooprde
residential units study time, lived in plastic hepyand were less likely to own a their house.
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4.2. Recommendations

Based on the result the following recommendatioaseviorwarded:
The government should be giving attention for teenmunities before desiding the dislocation and
relocation to new residential site.

The government, heath institution and non-dislatatemmunity should support the dislocated
community and try to stop or reduce the displacerfarfurther.
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MANAGING LOCAL RESOURCES & CHALLENGES FOR

INTERNATIONAL COMPANIES

Aresti, D. (MBA) & Dr. Fragouli, E (University of D undee, UK)

Abstract

Cyprus has become a strategic player in East Mediitean (EM) region and many International Oil and
Gas companies are looking forward to benefit frbm great geopolitical location of the island. Thesent
study will address the challenges that Internati@iaCompanies (IOCs) and other stakeholders faitle
during exploitation of gas resources in Cyprus #relways they will respond to the host countrytsalo
requirements. It will identify the potential markitr the Cypriot natural gas along with local canite
policies that shape the business practices of t@sganies. Through a critical literature review amainly
analysis of present experience the study will epliie possible threats in the exploitation stagettie
IOCs and for any stakeholder be involved. The figdiassist development of policies in managing @ypr
oil and gas resources.

Keywords: International Oil Companies (I0Cs), Cyprus, Eagidierranean, management, business, oil &
gas, stakeholders.

1. Introduction

Offshore gas deposits in the Eastern Mediterrar@@h) are already impacting the geopolitics in the
surrounding areas the last few years. Large gas\bsies in Israel, as well as potentially equalbnificant
finds off of Cyprus, Lebanon, and Israel have alyedrawn the attention of many international energy
companies in the EM region. New synergies in tfeador the exploration and exploitation of the amid
gas reserves will require new management practiodsnew concepts of change. Furthermore, the ptospe
of finding additional considerable gas fields andreoil deposits, will escalate decision-makingliemges

as well as resource impact effect for Republic gyhr@s (ROC). The unitization agreements from ROG an
major oil companies are already being challengethfneighbouring Turkey. Development of hydrocarbon
resources in the EM should be a catalyst to engeucauntries in the region to resolve their diffexes and
share the benefits — and thus achieve win-win molst In the last few years, specifically in 2040 of the
world’s largest oilfield services (Halliburton & Blamberger) have chosen Cyprus as their base ocatpe

for the EM region. Their base in Cyprus is projddie cover the entire EM and is expected to becthraie
hub of exploration activity in the time to come. @\he course of their operations in Cyprus, thétddn
States corporations could hire and train hundrédsaals and set up management teams to perform the
needed activities, but may face many notable chgdls. In addition, current developers of Cyprusinzét
gas discoveries include Noble Energy and its Isgz@tners Delek and Avner that are operating enfttst
Cyprus offshore block 12, while French Total and Halian-Korean joint venture Eni-Kogas are exioigr
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the rest of the blocks. The study will address d¢hallenges and threats that International Oil Cangsa
(IOCs) and other stakeholders will have to face @nedways they will respond to the host countitsl
requirements.

1.1 Exploration in the Eastern Mediterranean Basin
Since early ages the geographical location, aloitfp vis topography has made Cyprus and Eastern
Mediterranean (EM) an interesting location for ggidts along with oil and gas explorers. Considgthmat
the depth of the current area is in “ultra-deepergt (2 kilometres in some depths) exploration wesy
risky, expensive and difficult until the last deeaat so. After new methods of exploration and dgwelent
were introduced in the oil and gas sector, combimig high oil prices/demand, new discoveries weaog/
more reassuring for major oil companies in ordgortampt new searches. Subsequently, the firstfggni
ultra-Deepwater discovery in 2003 by Shell offsh@gypt in the Nile Delta region’s North Eastern
Mediterranean, Major Oil Companies were encouragestart some serious explorations within the EM
basin. Today NEMED (Northeast Mediterranean SegpDWater) discovery within the Nile Delta Basin is
estimated to carry 1.536 trillion cubic feet (tcfj recoverable natural gas. After a number of sgism
surveys were conducted in 2010 the United StatedoGieal Survey (USGS) estimated that the waters of
the Levant Basin, south-east of Cyprus and norsii-efathe NEMED block, contain a mean of 122 tcf of
recoverable natural gas and 1.7 billion barreleeabverable crude oil. In October of 2010 the bsdeeld
in the area was found in the offshore Economicalsive Zone (EEZ) of Israel, the Leviathan bloekior
to last year, Leviathan was estimated to add andfhecf in Israel’s recoverable reserves. Cyprilishore
explorations can be consider as a part of a comtimexploration and production of hydrocarbonshienEM
as aforementioned. In 2010, the USGS (2010) estindiat the Levant Basin; the basin of which the
“Aphrodite Field” is a part, has 122 tcf of potiaflyy recoverable natural gas, while the Nile Dé@&sin’s
potential stood even higher at 223 tcf (Table 1).
Table 1: Table produced by author on Eastern Mediteranean Natural Gas Reserves
Additional Estimated Recoverable Reserve

Country Proven Reserves (tcf) (Tcf)
Cyprus 0 7
Egypt 77.2 0
Israel 9.5 23
Lebanon 0 0
Palestinian
Territories 0 1
Syria 8.5 0
Turkey 0.2 0
104
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Figure 1: Expolration and Production Activity in the EM

Relatively close to the Aphrodite Field on the LetwBasin, Noble Energy discovered the 9 tcf “TarFiatd”
in 2009 and the 17 tcf “Leviathan Field” in 2010xporation and production activity in the EM area i
shown on Figure 1.

2. The Exclusive economic zones in EM and unitisatigreements with ROC

The Republic of Cyprus (ROC) established the UNCL®$988, in which provisions on marine resources
and the EEZ are included. Between 2003 and 201®,R®C has signed particular EEZ delineation
agreements with Egypt, Lebanon and Israel in tlespgect for hydrocarbons. The offshore exploratibn o
51,000 sqg. Km offshore area was divided into 1&kdaqFigure 2). After the first International tender olil

and gas exploration licences, Noble Energy wastgdathe licence for block 12. The production skarin
contract agreement was signed in 2008 after furtiegsmic surveys. In December 2011, Noble Energy
announced the discovery of a major natural gasvesaffshore Cyprus in the exploratory block 12eTh
block that has been named “Aphrodite Field” is tedal,700 meters below the sea level, with estimate
gross resource range of 3.6 to 6 tcf, with a graean of 4.54 tcf. Noble Energy (70%), Delek Dmiji
(15%) and Avner Oil Exploration (15%) attained hee agreements with the Government of the ROC for
exploration in the “Aphrodite Field” in 2011. Indhbeginning of March 2015, US-based Noble Energy
declared gas reserves discovered offshore Cypmmneacially viable thus moving ROC from exploration
to hydrocarbon development and exploitation phAseording to the president of Noble Energy Keithatth
this effort “is part of bringing the Aphrodite dmeery to the next phase of exploitation, it is stnmg that

we have been looking forward to for some time naowl d is a tremendous opportunity that we hope will
bring prosperity to both the people of Cyprus dmedovernment of Cyprus, as well as the other cmsin

the region.” Furthermore, the Cypriot Governmersg heensed 4 more blocks for exploration (Figure 2)
After the discovery of Aphrodite field, major inést was shown from large oil and gas organizatidhs.
rewarding bidders were Total for Block 10 and 1aj Eogas consortium for blocks 2, 3 and 9 (Fig@)e
Evidently, after the successful biddings from Intronal Oil Companies (IOC’s) from powerful miliya
background countries, ROC Government shows itsreldsi build a strong energy security within the
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island’s boundaries and towards the EM consequentig abovementioned group of companies has a wide
spread of financial capacities, business strategmes technical skill that could definitely assisthe future
development of upstream and monetisation/exporémtial of Cyprus. In this case, some boast strong
experience in deep-water operations; subsea pgliimuefaction development; and Liquefied Nat@abk
trading and gas market access, while other IOCs maag fewer competitive advantages to offer. Stik
participation of all these companies, suggests thate will probably be sufficient skills and fir@al
strength in aggregate the prospective of the Cygassand the surrounding EM area.
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Figure 2-Cyprus EEZ offshore Exploration Blocks

2.1 Conflict with neighbouring countries

The recent explorations from ROC have contributecam extra conflict of interest between ROC and
Turkey in particular. Turkey’s points of argumettave repeatedly been disputed by the international
community. Turkey argues that at least 10 blockthiwithe Cypriot EEZ are still questionable and
consequently is not an area for exploration at skagje. In response to the ROC government’'s matoh i
the second offshore licensing round in February22@ie Turkish Republic of Northern Cyprus (TRNC)
granted a permit to TPAO for the exploration of lnahrbons in areas that extend along with 7 oflthe
(Figure 1) oil and gas research blocks in the RGEEZ to the east and south of the island. The tfzat
TRNC is not internationally recognized, make anggiole claims of continental shelf rights baselsgh
inconsiderable response from global community. Eveday, the Republic of Turkey continues its
provocative and unlawful actions in the Eastern technean towards the ROC through illegal seismic
survey operations in Cyprus’s territorial sea, Bgitle economic zone and continental shelf. Iniqasr,

the seismic vessel Barbaros, owned by TPAO, coeduntimerous seismic survey operations during the
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last two years in an area partly falling within theritorial sea, the exclusive economic zone dmal t
continental shelf of the ROC. While Turkey may ligptbased at Cyprus’ advancement, their handseate t
by a lack of support. Furthermore, the Europeamod{EU) with Cyprus as a devoted member, and the
United States represented by Noble Energy, HatlimirSchlumberger have their own share on the kearc
In addition Russia is also an ally for Cypriot coomity, and all stand by the ROC along with the majo
IOC'’s that have participated in the pre-qualifioatbidding rounds for exploration. We will furthexsearch

on the possible challenges for IOCs and local $talkiers later on in the paper.

3. Cyprus, the Eastern Mediterranean and Global GHa& markets

As previously discussed, Cyprus location in thet&asMediterranean with great coastal access giee t
island a natural advantage for gas exports. Theldpment of its hydrocarbon reserves would enable
Cyprus to reduce its dependence on imports ofroiipcts, which in 2012 constituted more than 97 @atr

of its total primary energy supplies. The increas&vorld population, and the improved quality deliin
addition to the economic boost in China and Indigredicted to lead to an incremental increasearld
demand for energy in 2035 compared to 2012.Theblgstars, China influenced importantly the globas g
demand, where rapid economic growth and urbanizaimong its population of 1.3 billion combine to
create ever greater demand for energy. US Enefgyniation Administration’s World Energy Outlook 281
supports that energy consumption in China surpatbsegf the United States in 2009. Demand in Asid,

by China and India, which now account for 10% afbgll demand, is projected to grow much faster than
the West, rising by 2.9% per year in 2008-2035, parad with just 0.6% for OECD countries. It is
predicted that the greater demand in real numb@kslevive from natural gas sector in relation be tother
conventional fuels. Moreover, consumption of nalfgas is expected to be the fastest growing among
fossil fuels. It is predicted to rise by 1.6% peayin the forecast period, to 169 tcf by 2035(Fegs)).

The two leading ways of transporting natural gaisugh pipelines and in Liquefied or Compressedt

In the Liquefied Natural Gas (LNG) form, the volumegluction is close to 600 times thus making iydas
Economies of Scale to apply. Furthermore, LNG mjeosts and lead times are falling due to a
combination of technological developments, the eitalion of economies of scale and newer methods of
project finance. On the other hand, pipelines eittvary large economies of scale as well and thay to be
natural monopolies. Usually-in the oil sectorsitviery common that the outputs from several oltifigéo be
carried out by one large bulk pipeline. More thailf bf the energy consumption in the EU origindtesn
third party countries, in fact making Europe onetlué largest energy imported in the globe. Moreover
because of the emergent of new international réigas on environmental protection, natural gas is
expected to take over a great chunk of the EU mdirkéing the use of coal and nuclear energy. Attee
Crimea crisis, EU27 is aggressively pursuing alitwe routes for natural gas imports in the longrte
Reducing overexposure to natural gas from Rusgidddoenefit new exporters of natural gas thus gjvin
countries like Cyprus and IOCs investing theregaiicant edge for the future.
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Figure 3-Global Energy Consumption by fuel in diffeent energy sources

In the short-term, Europe can only rely on impdrtsm the MENA region and Norway, but this alone
cannot replenish imports from Russia. Europe hagladeveloped network of LNG terminals (Figure 6),
yet global LNG suppliers are already under intesisain to facilitate increasing demand, primaritgrh
Asian markets. Taking into consideration the prosjeé European markets of natural gas, it looke BU
demand on natural gas will continue to increasdemMoical supply will deteriorate (Figure 4). In thang
term, there will be a distinct difference betweep@y and demand and after 2015 additional suplies
needed.

N .

2005 2010 2015 2020 2025 2030

Figure 4- EU 27 Supply/Demand Outlook

It is also relevant to add that in 2010 one fowifthatural gas imports in EU were in LNG form thmaking

the LNG a promising dynamic market with a greaerar EU countries. Out of eighty six LNG terminal
points over the globe, twenty operate in EU withenbeing located in Mediterranean Sea making thg lo
term strategic goal of ROC of building an LNG temadi for exports the ideal option at this moment.
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Because of its flexibility, LNG is probably the mastractive export option, both for the governmantl

for international investors, provided sufficientastities of gas are available. Cyprus initial LNGtgmtial
could amount to 5 to 10 mtpa. (6.8-15.5 bcm), atnedly small volume but large enough to make ane t
two LNG trains commercially viable. But to make Bug project viable, the government would need to
make sufficient quantities available for exporpermit the conclusion of long-term contracts.

3.1 The Local Energy Content

Cyprus until 2011 was a small and disregarded gngygtem without any electricity interfaces or matu
gas or oil reserves up to recent years. Cyprus lita@dl of its petroleum products primarily fromlléev
European Union member countries to meet internaiashel, with residual fuel oil and distillate fuel oi
comprising approximately 65% of all petroleum imggan 2010.According to CERA, energy local demand
is settle to be around 1-1,5bcm per/year until 2B@gfire 5)

Figure 5-CERA estimation for Cyprus domestic energyonsumption (bcmn)

After Noble Energy’'s appraisal along with latestwseof Block 12 and taking into consideration the
Geological studies from USGS we can inevitably gt Cyprus will likely have sufficient resources f
developing export capabilities regardless of themxof domestic gas substitution in the yearotiow and
become an energy hub in the Mediterranean regiarth&more, comparing the country’s rather small
energy consumption relative to the size of (jus#) Aphrodite field at this report, it is reasonal@eassume
that Cyprus will substitute natural gas for oilsome parts of the economy. Even if Cyprus gasifes
power sector, and does not export the gas from dpte field, it will roughly last ninety years (kige 6).

In addition, taking exporting options into consekion, the field would last approximately sixtearays. On
this account, designing the development of expapaobilities can be accomplished without risking dstit
use. The preceding facts signalize a new era famai gas in Cyprus, in which could easily beconoenfa
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hydrocarbon consumer to a production and exporggpn in the Mediterranean region and an attractiv
destination for many I0Cs as we will discuss furtinethe paper.

Figure 6-MITreport pg. 12

4. International Oil Companies moving to Cyprus

4.1 Attractiveness and motives for foreign investrhe

Attractiveness describes the degree to which thetcgs host market is described for business djmra

by foreign firms. Multinational firms including IO€ may be attracted because of the host countrgisket
size. In addition market size it attractive to fgrefirms because it offers greater potential faovgh, profit

and stability of operations. To market size optipeyr capita income is good measure of a country’s
attractiveness for market seeking IOC’s/multinagien Furthermore those same companies may be
benefited from an unsolicited proposal or a hosinty’s attractiveness by exporting to a foreignrkea
According to John Dunning there are four motives dgtablishing an investment in a foreign location
(Dunning 1993; Narula and Dunning 2000):

Natural resource seeking. An I0C may seek to iniresat foreign country in order to obtain natural
resources

Market seeking. An IOC may seek to invest in aifprecountry in order to service a large domestic
market and adjacent regional markets, to overcaoxistileg barriers to exporting to a country or to
locate closer to customers
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Efficiency seeking. An IOC may seek to invest irfoaeign country in order to decrease costs
through cheaper labor or materials or to benedinfbetter integration of international activities
Strategic asset seeking. An IOC may seek to ins&ategically in a foreign country in order to
obtain important knowledge resources ,accelerat®viation or learn from different consumer
preferences

The first 3 motives primarily help a multinatiorfaim to exploit assets in other countries by udimg firm’s
existing capabilities. The last motive the strategsset seeking serves to improve the firm’s céifiabi
through learning in foreign locations. Firms cawéadifferent motives for foreign investments based?
different firm specific factors (Frynas & Mellal#Q11).

Firm size: In this factor, size of the firm matteisice bigger firms tend to internationalize mdrart the
smaller ones. The aforementioned factor is relet@our topic since all of the IOCs operating arpied to
operate in EM, are of considerable size. Largeditemd to possess more managerial and financialress,
attain high levels of economies of scale and tentle associated with lower levels of perceivedsrigk
international operations.

International appeal and timing of entry: Prodoctof a unique service with an international inséeuld

act as a stimulus for international expansion. dditon, firms may also decide to enter a marketdo
particular time for wider strategic reasons. In soprevious research from the same authors, it was
emphasized the strategic importance of the timihgharket entry suggesting that first movers in igne
markets perform better than later market entraMs§carenhas, 1997; Isobe et al. 2000; Geng and
Hon-Kwong 2005: Frynas et al 2006). In the secomartgr of 2014, Halliburton and Schlumberger, tWo o
the world’s largest oilfield services companiesyeha&hosen Cyprus as their base of operations #®r th
eastern Mediterranean supporting ROC'’s stabilitythef region along with the prospect that Cyprus and
consequently the EM gas will have. In addition sakinto consideration the literature review abave,can
definitely see a prime example John Dunning foutives for foreign investment happening in Cyprud an
EM concurrently. First with Noble Energy in 2012dathen with the Halliburton and Schlumberger
following the path of competition in a foreign Idicen. When one firm internationalizes in this caseble

as the pioneer, its competitors may fear beingheftind if the internationalizing firm gains comigieé
advantages in foreign locations. Therefore, therirdtionalization of one firm may sometimes crehéeso
called’ bandwagon effect’ among international cotitpe that means firms initiate the internatiozalg
firms strategic move to expand overseas such agtiabn, Schlumberger ENI, TOTAL. We will discuss
about IOCs bandwagon effect in the next chapter.

4.2 The possible threats

4.2.1 Resource Impact-The possibility of a resourgseu
In a global content, oil resources really matter atational level oil whether a country is an intporor

exporters. In the case of oil importers, the reseis often a major drain on the balance of paymant has
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a positive correlation with the inflation rate (Mbaus, 2009). It also raises important concerns iavgort.
Dependence and supply security. For oil exporighsle it may seem large scale oil exports are aeben
they can cause problems. The country can be bedependent upon oil revenues and therefore vulrerabl
to fluctuations in oil prices. Large-scale revenaoas also damage an existing economy — crowdingheut
manufacturing sector and agriculture. This canHegeresult of too much government involvement in the
economy as the government dispenses the oil reseftuean also be the result of a bad attack otbut
Disease i.e an over-evaluation of the exchangeh@tause the hydrocarbon revenues create inflation
also cause the exchange rate to appreciate asitiency is seen to be a petro-currency. More gédiger
these negative effects on an economy have beeleldiResource Curse”. The term was first usedhim t
formal economics literature in 1993 (Auty, 1993)wéwer, while many countries did appear to suffer a
‘curse’ as a result of the inflation of large nalluresource revenues, other counties reportediyolid Thus
the ‘resource curse’ phenomenon ‘... is not an i@, Irather it is a strong recurrent tendency’ (Auty
1994a: 12). Yet another dimension of the so calbenlse’ is that it tends to be associated with tgea
conflict in a society (Collier and Hoeffler 2000p$s 2001). According to Stevens (2003), many facto
are involved. Large-scale resource revenues ceeedgenue pot that is worth fighting for since wiereis

in power is better able to seize that pot. The gutsj themselves can often divide local populations,
especially if there already exist separatist teodsn This can happen either through causing local
environmental damage or because there is a fe#latgesources are being carried away from thenegi

the capital. Yet another characteristic of ‘reseurarse’ is that natural resource abundance ‘retatitical
change’ (Auty 2001b: 11) and entrenches regimeasBEm abundance of resources ‘significantly weadkene
underdeveloped democratic institutions, represgoitgical parties so that power is weakly contestaablic
finances are opaque and corruption both by the alid bureaucracy is excessive’. On the same swdgec
literature review highlights, resource rich cousdrirun the risk of violent conflicts and poor denacy
accountability. According to Melhum et al. (2006)ist difference in the growth performance of
rich-resource countries is due to the rent distidlouthrough institutional arrangements, corrupfieciuded,
which reflects directly to the inability of goveremis to manage large resource revenues in a sasi&in
way. What this is and how to avoid it has becorkeyaissue in international oil and gas investmémtslast
couple of decades. Oil and gas projects tend tadge and therefore often have very important lgdsa
mainly in local level. They can also carry impottécal environmental dimensions. In more recerdrye
another local issue has been the relationship legtwiee oil operations, the central government andamn
rights issues. This has been especially relevaeinwbcal people feel their interests have beenraghby
the oil companies and their own governments. Ss&ieis as environment and human rights are incgasin
influencing the behaviour of large oil corporatiomio are concerned about their public image if tbtm

be involved in despoiling the local environmenthetping to infringe human rights. In November ofL20

an incident of local authorities ignoring environmted regulations and permits, in Aradipou area whwmoth
Schlumberger and Halliburton have their operatidres taken place. More specifically, the ROC labour
inspection department has formulated no action fuahandling radioactive waste products and attmae
time rubberstamped the permits for letting the £$Qully operating. This phenomena could be reletan
countries like the ROC that is thought to possesaral resources, even though at a primary stagkein
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exploitation process. According to Coutinho, (2011)s crucial that from the outset these courgtriellow

the right policies to maximize the benefits that eacrue to this, as well as to future generatiand, avoid
some of the mistakes that other resource-rich cmsnhave repeated in the past”. This is a crititage of

the resource exploitation and good management @etisp in the EM including Cyprus. These expectatio
are legitimate and genuine given the fact thataaifl gas revenues that have been properly managed in
countries like Norway, Canada and Brazil amongherst have acted as strong economic incentives for
propelling economic and social development thusitarg a resource blessing effect. On the other hand
poorly managed oil and gas resources such as ieridigChad and Trinidad and Tobago amongst others,
have also led to oil crisis due to the inadequatid® complete mismanagement of local expectaidrs!

and gas discovery and revenue (Von Kemedi, 2008 d@&a, Kiiza, and Ssewanyana, 2009; Addei, and
Broni-Bediako, 2010; Gary, 2010).

4.3The ‘bandwagon’ effect arising

Competing IOC'’s tend to observe evaluate and imitgtch other strategic move’s especially in indesstr
with only a few domestic players. International @xpion can provide a firm with competitive advaetg
Vis a Vis its competitors in the home market, fastance, by obtaining cheaper materials, new kragyde
and expertise or even larger economies of scajm@sr& Mellahi, 2011). If one firm internationalzeits
competitors may fear being left behind if the inronalizing firm gains competitive advantage$oireign
locations. Therefore the internationalization okdirm may sometimes create the so called’ bandwago
effect’ among international competitors that mefimss initiate the internationalizing firms strategnove

to expand overseas and vice versa (Knickerbock&B;1Blead et al. 2002; Gimeno et al. 2005). Local
authorities in ROC need to encourage IOCs that hlgeexperience and expertise to move to the next
phases of exploration, construction, and producfidrese same companies may be competing, but ¢éhey’r
also talking to one other and if one of those camgmis unsatisfied operating in Cyprus, word sgigea

4.4The Role of Israel and Turkey in the area

The international relations of the EM region hawein shaped by political clashes over land bounrslarie
including the unresolved dispute between CyprusTan#tey, the ongoing dispute over Israel and Lebano
as well as the established conflict between Iseaal, Palestine. As previously mentioned Israelfgdat gas
field ‘Leviathan’ was discovered in June 2010.Tize ©f the discovery, in addition to the previoaserves
that Israel holds make its presence in the regi@m enore eminent. Moreover the political revoluipthat
have the focus of many Arab countries since 20\ liarned neighbouring Syria into a field of diat
minorities in such a way that the new discoveriesatural gas could have a distinct geopoliticéluience.
The stake of ROC in the area and the congeniafiorkhip with Israel have added a counter to Turkis
pressure on Cyprus especially in future cooperaiimgas and possible oil exploration. The latestalrery

of Cyprus Aphrodite field, and more notably thelmble further research of the rest of reservesrasuat

of the upcoming Total and ENI-Kogas consortium ergtion programme for the second quarter of 2015,

113
ISSN 2076-9202



International Journal of Information, Business dahagement, Vol. 14, No.1, 2022

could begin positive motivation towards a settletnanthe Cypriot dispute; provided that ROC is atde
somewhat balance off Turkey’'s geostrategic domieamdile at the same time encouraging the
Turkish-Cypriots to follow a more comprehensivetlsetent in the ongoing negotiation processes.
Assuming that Turkey continues its geostrategidbatk over Cyprus, an interest to reach a compemis
based on United Nations Resolutions Purposes amtiftes will not develop. The aforementioned
resolutions are based on the Purposes and Prisapblthe United Nations, which provides the bodykvor
for a fair solution of the dispute and are mandatggon UN Member-States. In this respect, it shddd
mentioned that the 25th article of the U.N. Chapievides that the “Members of the United Natiogsea
to accept and carry out the decisions of the Sgc@ouncil in accordance with the existing Chartditie
confrontation for the ROC and all parties involiedo evaluate the relevant mix of motivations Tarkey
and the Turkish-Cypriots that would generate themeatum for a just and viable compromise without
violating 4 basic parameters:

4.1Putting in danger its sovereignty

4.2 Legally recognizing the so-called “TRNC”

4.3Freezing its hydrocarbon development in case dutiso of the Cypriot Dispute is not reached

4.4Violating the already established Cypriot EEZ andtmental shelf
Within the island, the vast majority of Greek-Cyjrparties have originated a zero-sum game approach
with regards to Turkey and the Turkish-Cypriot mityocommunity. This zero-sum game approach would
accept to share part of the hydrocarbons generatezhue only after a comprehensive solution of the
Cyprus Dispute is reached. However, as long aseluaktempts to deter ROC with its practices, tlymitly
within the international community and EU becomesremore detached. Turkey does not recognize the
existence of the ROC. As a result it has claimednéar entirety of Cyprus’ EEZ (Figure 7) eitheedily
and has attempted to use its military might coelgiin order to deter Nicosia and Noble Energy from
carrying out the exploratory drilling that discogdrthe Aphrodite reserve.

Figure 7-“TRNC” claims on Cyprus EEZ
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For Turkey, the rising energy alliance betweendkr&reece and Cyprus serves as a new game inMhe E
geopolitical scene. Indeed, this cooperation amdpfospect it that offers can be seen as alliandbea
defence sector, thus creating a suspicion from @urkn addition, Turkey’'s PM Erdogan suspendederad
and military cooperation with Israel after the Gdimdilla raid in 2010. Since then Israel has padwand
cooperated with Cyprus and Greece on militaryidgB. In February 2012, Benjamin Netanyahu follayvin
the EEZ agreement with ROC became the first Is@dli to visit Cyprus and discuss the co-operation
between the two countries on a number of levelduding energy agriculture and marine exploratibne
Turkish press offered extensive coverage of Netamgavisit to the island and its significance witkgard

to Turkish foreign and security policy in the Eastdlediterranean, while also reporting that ROC hhig
grant air force access to its bas€le international support that ROC is enjoying & moment, could
neutralize Turkish opposition and provide a sugjlersification in the EU.

4.5 Latest updates on regional conflict

As of October 20, a Turkish survey vessel, the ‘iddgin Barbaros Pasa”, accompanied by a frigatbeof
Turkish Navy, has been carrying out seismic surxgiysin the continental shelf and the EEZ of Cyprus
The area of operations is very close to block 9enehthe Italian oil company ENI is drilling for
hydrocarbons on behalf of the ROC. Although thediiies have sparked rigorous reactions on ti qfa
the ROC, the “Barbaros” has yet to terminate itsrapions up to today. On Novembét &ter the last few
year’s efforts from ROC government, the Cairo Deatlan was finally adopted. The particularly impzort
document epitomised the initiatives undertaken lmy three countries in various fields. The declamti
included the common interests and the recognitfadhe need to address the regional challengeshieae
stability, security and peace in the volatile rega the eastern Mediterranean. In addition theadisry of
hydrocarbon deposits served as an incentive tagitien regional cooperation and a further enhanoeaie
Cyprus’ role in the region and show a need for giomal security to existing 10Cs. The declaration
adumbrates the general framework of the tripactit@peration between the three neighbouring coumtée
specified from the latest news the first step far trilateral cooperation between Greece, Cyprdasisiael
will happen in the second half of 2015.
This session is the first step to institutionalike trilateral cooperation form between Greece,rGy@and
Israel. The agenda of the upcoming meeting willude the following topics:

1. Cooperation between the three countries in intevnat organizations.

2. Discussion of Israel relations and the Europearotini

3. Cyprus and Turkey Chapter ( Challenges in the @ytEZ )

4. The situation in the Middle East.

Cyprus constructive and stabilizing role in the tEas Mediterranean region as well as recent devedns
concerning the Cyprus dispute, can be in the ageaoflapcoming meeting with the countries in theorg
The continuous geopolitical unsteadiness of th@regould open new collaboration fields for ROGyray
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with building potential external relationships thatsracting foreign investments.

5. Global Management of Change

While all types of strategic change in any smallange IOC, incremental or radical are to a varyilegree
difficult to manage, strategic change in multinaéibfirms is much more difficult to manage than mip in
firms operating in a single country (Bamford 200B)is is because in addition to the different stateers
involved in the change employees and managemermtifierent countries and regions hold different
managerial values and are used to different mar@geactices (Frybas & Mellahi, 2011). Kay (11515
makes an interesting contrast between US and UWsvien leadership and those of the rest of European
Union nations. In the US and the UK the chief exiweus seen as the master of organizational asthbas
success becomes the chief executive vision (Frgbd&ellahi, 2011). In the oil and gas industry middl
managers play a significant role in the managensbange. Hampden-Turner and Trompenaars (1993)
make the point in the US, the top teams specifystretegy in a very precise way: top managemenivkno
what is required for the future strategic plansisTtvay of operating is often carried over into the
international sphere, with the US head office plong what is required for their foreign subsidiary
managers to carry out.

5.1 IOC'’s Stakeholders Management

The traditional and most relevant definition oftakeholder in an organization is “any group or wdial
who can affect or is affected by the achievementheforganization’s objectives” (Freeman E., 1984).
general the concept is about what the organizatiauld be and how it should be conceptualized dRtan
(2006) states that the organization itself sho@dHought of as grouping of stakeholders and thpgse of
the organization should be to manage their interesteds and viewpoints. In addition, (Freeman R. E
2004) has continued to use this definition in a rfmed form: “those groups who are vital to the sual and
success of the organization”-ROC key stakeholdelisviing (Freeman definition could be identified in
Figure 8).

Figure 8. Table produced by author-Republic of Qgmstakeholders of hydrocarbon industry
ROC Key Stakeholders Stakeholders assumptions Oil and Gas Industry

assumptions
Local Communities - CSR and Philanthropy - Cooperation
Human Rights and Comprehension of
Community - Stakeholders assumptions
Development - Right to operate

Protection of  the
Environment
Government & Decision - Preserve the Citizens - Rightto hire employees
makers rights - Access to natural
Obey the confines d resources

-
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the local and
international law

Work for the citizens
good welfare

NGO’s - Environmental - Compromise and
protections understanding
Sustainable

development

Shareholders - Earn Profit - Prudent Decision Making
Growth &
Development
Innovation
Transparency &
Accountability

Employees and Managers - Shared vision - Dedication
Transparency - Loyalty
Psychological Contract - Dedication

Suppliers and Customers - Fair & just tendering - Fair & just tendering
processes processes
Fair & just prices/costs - Fair & just prices/costs

5.2 Identification of the Key Stakeholders with IOC’s

International Oil Companies are more and more utge@spond to the expectancies of their stakehslde
as the management of these expectations has beeolkey factor for economic success (Berens,
2012).Incidents in the past, i.e. Shell Group glamlispose Brent Spar platform, proved that stakiste

can be able to influence the companies’ environmemisiderably. Today, the tight networking of
stakeholders and interest groups due to the vapogsibilities provided by media coverage spedifica
internet, a similar incident would in all probabjlicause more than financial losses to the affectedpany
(Berens, 2012). One of the major difficulties ddlstholder management consist in pondering conficti
stakeholder interests as well as in balancing btalkers’ and the company’s objectives (Berens, 2012
Fulfilling stakeholders’ demands generally affettie financial performance of a company, this makes
efficient choice of relevant stakeholders and theipectations necessary (Berens, 2012).Based on the
stakeholder definition selected (Freeman E., 1984d in analysis techniques such as Bryson's basic
analysis technique (1995), the power vs interegdsgand stakeholder influence diagrams (Eden &
Ackermann, 1998) and the participation planningrirgBryson, 2004) The following key stakeholdens i
the Oil and Gas Industry have been identified iis tteport. It is noteworthy to mention that every
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shareholder is a stakeholder but not every stakiehad a shareholder (Figure 9).

N l/

a=

)

Figure 9: Figure produced by author based on Carrdl& Buchholtz (2012:10)-10C’s Stakeholder
groups

A prioritization of stakeholder groups dependingtbeir relevance for a company is one main asfiédut.
higher the importance of the stakeholders, the drigls the need for an in-depth analysis of their
expectations (Berens, 2012). Determining the sejieof the stakeholders is essential for the compbpy
assigning a stakeholder to a priority group it éedmined to what extent resources should be iadest
response to the respective request (Berens, 2012).

6. The Social Contract between the Oil and Gas Indusyrand its Stakeholders

6.1 The Concept of the Social Contract in the Culturé $ociety
The aforementioned concept was developed by ealitfgal philosophers, a social contract is a datuées
and assumptions about behaviour patterns amongvdhieus elements of a society (Weiss, 2009).
Stakeholder theory suggests that there existsial smntract between “business and society thatiges a
moral basis for the social control of businessvagti (Weiss, 2009). This assumes that the actiohkDCs
can be constrained legally and morally and thapa@tions have moral obligations because they are
“creatures of society” (Donaldson & Preston, 19943. a result, much of the social contract between
stakeholders is embedded in the culture of socihile not a physically written principle, a soc@ntract
often involves a quid pro quo exchange similatiat of a legal contract (Bekefi, et al., 2006). éwkng to
Kultgen (1986), Donaldson indicates that productivganisations require from society:
1. Recognition as a single agent, especially in al legiase, and
2. To the company:
(a) to own or use land and natural resources
(b) to hire employees

Donaldson also argues that because productive iaegaoms require and receive special status urigelaw
in most countries and use society's resources, ¢thaybe morally obligated to serve the public’®iiast
(Weiss, 2009).Based on this concept, for stakehdltsory to be effective, the claim on the businesst
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be a moral obligation in order to legitimise thaigis of the stakeholders, regardless of culturstooas or
country (Kultgen, 1986). This is done by claimingraceding, implied social agreement exists to iailt
members of society are parties. This concept aspands to the argument that the interests ofnater
stakeholders are already accounted for becauseatteegngaged in voluntary transactions (Savage, Nix
Whitehead, & Blair, 1991). It also allows stakelaldnanagement initiatives to identify and legitienibe
interests of external stakeholders, such as logaintunities, who may be indirectly affected duehe t
activities of the business (Bekefi, et al., 2006)a more narrowly focused context, ROC communitiear

to the onshore oil and gas facilities, may suffetiaus adverse effects from its operation:

* Oil and gas activities may create environmensahdge and interfere with local production.

» The labour hiring that is done by the operataocdés up local wages and costs, thus adverselytiaffiec
those not employed directly in the operation.

» The location of the facilities may be viewed bgadl communities as taking place on their tradaldand,
while the taxation agreements with the governmemat ensure adequate local compensation for kbesr

of resource.

On the contrary, some NGOs and local communitiey meert pressure on firms by engaging in
environmental or social activism due to the numeiioadividual and community/social costs associatgd
hydrocarbon land activity. For example potentiabgarty damages increased insurance premiums and
reductions in property value etc. (Lewin, Strutt@&hPaswan, 2011). Local community groups commonly
can exercise pressure on firms by electing localipwfficials representing their interests, makiitzen
lawsuits, organizing letter-writing campaigns amydptts (Delmas & Toffel, 2010) (Chiu & Sharfman,
2011). Although these problems could be addresgesbbcific policies designed to take into accolnet t
exact grievance, it may also be that governmergdaml content practices as a way of bringing jabd
income to an area where there is considerabletdifssaion for the presence of the oil and gas atens
(Tordo, et al., 2013).

7. Local content policies as local context that shag®Cs business practices

Empirical evidence from the international businkgsature suggest that how multinational comparies
the natural resource industry respond to a hosttega local requirements determines what diffeestiey
make to economic development (Liu,2011; Henisz Igt29013) The business practices of 10Cs in the
context of local content include actions takingirtorease sourcing of local supplies (Blalock anchdi,
2009) dealing with local supplier opportunism amdeloping global human resources strategies (Bjarkm
et al.,, 2007; Egels-Zanden, 2014) that can be adaphd implemented to enhance local legitimacy
(Reimann et al., 2012) in specific host developiogntry. The success of such practices also depetide
formulation of clear business policy choices ralgtio financing, organisational forms and impleragon
(Chow et al., 2012).Murtha and Lenway (1994) sugtfest the success of multinational corporations in
host country depends on well design strategiespaactices to ensure effective responses to magngds

in the country's institutional policies. Given thbove reasoning, the business practices used bg t@C
respond to local content practices/policies caruheerstood in terms of two inter-related areas, elgm
technology capacity development and human capdeglopment, both of which come into play to shape
IOCs’ wider contribution to economic developmentg(fFe 10 in appendix). According to Tordo et al.
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(2013), local content practices can refer to ‘jasvalue-added that is created anywhere in thel loca
economy as a result of the actions of an oil arglggampany, or it can more narrowly refer to jolet thre
created in the neighbourhood of the oil productutent. Whereas, policies mainly refer to local et
without specifying its location within the economiy,is common that the communities closest to and
possibly most affected by oil or gas installationB also exert the most pressure for jobs. In #ddj local
content can be examined from different standpahiag the value chain of the oil and gas industordo,
2011), as described in appendix (Figure 11, 12 ppeadix). In terms of technology and capacity
development, IOCs are under pressure to sourceprgui from local suppliers and/or support the
upgrading of local manufacturing capacity to a perhere they can serve as preferred supplier@ring of
human capacity development, I0Cs are requiredvi® gieference to host-country nationals when réogui
and/or to develop their capacities/capabilitiesvtark in 10Cs’ local operations. As the former exeeel
chairman of the Cyprus National Hydrocarbons Compeited, over the course of their operations in
Cyprus the same IOCs’ could thus hire and traindneas of locals force. The interplay of technoleagyl
human capacity development increases the producéipacity of the economy (jobs and revenue) and can
contribute to efforts aimed at deal with the reseucurse problem by enhancing economic development
(Klueh et al.,2009; Warner, 2011; Kazzazi and Na20iL2).

8. Conclusion

The successful development of Cyprus hydrocarbsaurees could bring substantial economic benadits t
an ailing economy and strengthen the country’sikdregion energy security. However, the road to r@gp
becoming a gas producer and exporter is a longyenhgreatly promising. Over the next few years, R@C
government and IOCs operating there will be corttdrwith many complex and difficult decisions. The
above report, demonstrates that there are sevieqad $0 be taken to ensure the smooth exploitaifon
hydrocarbons activities. There is no doubt thateghergy finds in the Eastern Mediterranean intredusn
opportunity for regional cooperation to increase Henefits for and prosperity of everyone in thgiae.
But in the current climate of conflict and distrustuch energy potentials could also fuel further
contention. Clearly, energy will be a dominant émdn the future of the countries of this regiomother
aspect for success in hydrocarbons industry lieshenability and skill that the ROC would presemt i
negotiating with the current and any forthcomingCK) along with neighbouring countries. Whetherilt w
be a force that promotes stability and prosperitgree that stirs up regional and international toinis yet

to be seen. Resource exploitation in Cyprus coutergially prove favourable for the country if the
adequate regulation is provided to the industrytly state and proper negotiations are conducteld wit
foreign investors, IOCs and neighbouring countriedlowing consultation of the experience of other
provinces successful in the field. What is much enonportant for Cyprus and I0OCs operating there,
besides the economical and geopolitical concerrthefyas discoveries, is the management and casftrol
the overall hydrocarbon activities. It is of essdrnimportance that ROC maintains diversity ingtonomy,
with efforts to stimulate investments in other sestapart from hydrocarbons thus having a positive
resource impact along with training and hiring ldcace for any support services. Cyprus will tHenable

to utilize its hydrocarbons to the maximum, andhpes solve the majority of any internal problemat th
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could arise such as the establishment of effeatis#tutional and regulatory structures, and tHeieht and
transparent management of gas revenues as wallvatogment. In addition, ROC government is suggeste
to see local content practices as a way of bringihg and enhance the local economy. The key iBsue
ROC is how to manage skilfully this new role andvhiaternational companies adjust to the challerayes
local content practices and avoid any negativeuregoimpact from the hydrocarbon exploitation.
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ABSTRACT

Apart from the liberal social services by the basm firms, the new idea of corporate social respoitg
(CSR) is arising one. CSR is a type of corporateguidelines incorporated into a plan of actiGobally,
banks pursue CSR practices from self-initiative. b&sng established on Islamic Shariah, Islamic bank
ordinarily get the obligation of ensuring the erdiasm of its clients and employees just as shigldie
general public in the society and the earth from mischief out of any of its activities. CSR is @ncept
where business associations apart from their piafity and growth show enthusiasm for culturakcistal
and environmental welfare by taking the resporigibif effect of their activities on partners, stalolders,
employees, investors, clients, suppliers and comsuamiety. Likewise the Islamic financial institut®
everywhere throughout the world, Islamic banks angladesh are also being occupied with severahlksoci
engagements as a part of their duties & resporigbil A definitive point of the study is to givarbugh
comprehension of the practices of CSR by Islamitkban Bangladesh by considering the scenario nkba
from 2017 to 2018. It is evident from the presentlg that only 15 of 22 prescribed areas of CSRiiies
are participated by all the Islamic banks in Badgkh while 7 areas where there is no contributiom fany
banks and only 3 areas where each bank its paticipas well as others are only between 4-9. Anibeg
8 banks IBBL has the highest participation are@3 fallowed by SIBL (9) where AIBL showed the lowes
contribution. IBBL's contribution to CSR activitigs absolutely greater in amount as well as in @etage
of its profit compared to others. It is also fouhdt the participation in CSR activities by diffetdslamic
banks is considerably limited as compared to tyearly profit which is absolutely a matter of conteThis
study discovered CSR practices of Islamic bankssarg exiguous rather than profit. The study urezev
that Islamic banks are attempting to propagate tetributions as per the rules endorsed by Baiegla
Bank.

Key Words: Islamic banks, Corporate social responsibility, viEonment, Annual report, Profit,
Sustainability, Community.

INTRODUCTION

It is commonly believed that investing in today hsilding for tomorrow. Business organizations must
believe that their future is their society. Corgeraocial responsibility (referred to as corpoGteenship)
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as a procedure continuing commitment with a viewdoeezing responsibility for the banking industise

as to ensure & invigorate an ethically positive @opthrough its activities toward the socio-enviramt,
staffs, clienteles, communities, stakeholders ak age other individuals from the common public tetc
CSR has become a standard of sustainable stratpgioaches. To participate in CSR implies thatha
ordinary course of business, banks are operatinganners those improve society and the environment,
rather than contributing adversely to it. It isieeéd that financial sustainability goes connecatethe hip
with the advancement of the communities and enwiemt in which business associations do their
operations.

According to EU Commission, "...CSR is a concept wbgrcompanies integrate social and environmental
concerns in their business operations and in thiraction with their stakeholders on a voluntaagis."

Milton Friedman (2012) mentioned as "There is ond anly one social responsibility of business-te iis
resources and engage in activities designed teaser its profits so long as it stays within thesuf the
game, which is to say, engages in open and fre@etton without deception or fraud".

Carroll (1979) defined as "The social responsipibf business encompasses the economic, legataéthi
and discretionary expectations that a society hasganizations at a given point in time."

Mallenbaker Definition: "CSR is about how companiesnage the business processes to produce anloveral
positive impact on society".

The World Business Council for Sustainable Develeptm(WBCSD): "Corporate Social Responsibility is
the continuing commitment by business to behavieath and contribute to economic development while
improving the quality of life of the workforce aritleir families as well as of the local communitydan
society at large".

CSR reporting has been getting a decent type af o&er the ongoing two decades, which is a genuine
achievement of banking industry. CSR includes widgions of issues running from business ethics,
corporate ethics, corporate governance and soc&glyonsible investing to environmental sustairtstaind
advancement of community (DAS, 2012). CSR as caitpocitizenship frames the self-regulation of a
substance toward the incorporation of businessuiland studies how that business finds a balance
between economic and social goals (Masud, 2011).

Financial establishments, for example, banks, doadate risky synthetic concoctions or release elang
toxins into the air, land or water and in this manapparently they might be seen as uninvolved with
ecological issues. In any case, through their iranrehearses they are supporting business aesihat
finally debases the indigenous habitat. Besides @8R simply altruism and complying with the laws,
rather an endeavour to ensure their own survivdl@ofitability. In Bangladesh banking sector hasast
filled with inclusion in kind-hearted exercises dikdonate to various beneficent associations, needy
individuals and religious institutions, educatispprts, city beautification and disparage art antuce etc.
Corporate Social Responsibility (CSR) or Sustai@aBlesponsible Business is a type of corporate
self-guideline incorporated into a plan of businassion. Ideally, CSR approach would function as an
inherent, automatic system whereby business wouwditor and ensure their adherence to law, ethical
principles and national or global standards. laigpromise to improve community prosperity through
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discretionary strategic approaches and commitn@nterporate resources. However it isn’t charity ibus
a core business technique of an association. Tooigorate social obligation is turning into an umdély
significant movement to organizations broadly and/ersally. The study has taken an attempt to eser
the CSR activities and practices of Islamic bankBangladesh. As the main regulatory authorityasfking
sector of the country Bangladesh Bank is very conoéthe matter today. Bangladesh bank has stepped
different initiatives to encourage business ass$iotia in CSR activities and also giving tax rebfateCSR
activities.
RESEARCH OBJECTIVES
The focusing objective of this study is to expldre CSR practices of banking industries especlalgmic
banks in Bangladesh. In particular, this study walhsider the following:
I.  To accumulate the knowledge & information regardZfR exercises of Islamic banks.
ii.  To identify the major areas where CSR activitieslaing performed by Islamic banks.
iii.  To compare and analyse the contribution of CSRiséiets by Islamic banks in Bangladesh.

RESEARCH METHODOLOGY & DATA SAMPLING

Among fifty-seven Commercial Banks operated in Badgsh in this paper concentration has been drawn
only upon the CSR of 8 full-fledged Islamic bankddmi Bank Bangladesh Limited (IBBL), ICB Islamic
Bank Limited (ICB), Al Arafa Islami Bank Limited (8L), Social Islami Bank Limited (SIBL), Shahjalal
Islami Bank Limited (SJIBL), EXIM Bank Limited (EXM), First Security Islami Bank Limited (FSIBL)
and Union Bank Limited (UBL)] in Bangladesh. Thetalaollected for the purpose of the study involve t
examination of annual reports of selected NBFIscudwents, magazines, books, journals, various
newspapers, and subject related websites and casdacuments.

For the purpose of the study data have been cetldobm secondary sources such as annual refddtis o
selected 8 full-fledged Islamic banks of Bangladegsiurnals, research documents, magazines, books,
various newspapers and subject related websitessdimple period is of 2 years from 2017 to 2018.
RATIONALE OF THE STUDY

Bank is the trader of money which is the life bloafdthe economy. As a developing country, banky pla
significant role in the Bangladesh economy as treel@gminant lendefor the industrial and commercial
activities. CSR activities are yet to be mainstrednmto corporate practice in the banking sectar.tiie
Central Bank Bangladesh Bank has already issu@dw@ar to encourage banks and financial institusico
embrace CSR voluntarily in their management stiategbjectives and practices and include their CSR
activities in the annual reports as a part of fdisclosures. This study focuses on the CSR a@sviti
performed by Islamic banks in Bangladesh.

REVIEW OF LITERATURE

In spite of the fact that the practice of CSR hasrbexercised in the business associations foe quithile,
formal research on this issue has been done igGtecentury. Bangladesh is a developing countdythos
compared to global competitiveness and demand; 8t practices and standards are being implememted i
Bangladesh (Alimullah, 2006) poorly. Corporate abciesponsibility (CSR) is a concept whereby
companies integrate social and environmental coiscier their business operations and in their intgra
with their stakeholders on a voluntary basis (Getyal. 1987). The evolution of the corporate social

13C
ISSN 2076-9202



International Journal of Information, Business dahagement, Vol. 14, No.1, 2022

performance model is focusing on three challengesheé concept of corporate social responsibility:
economic responsibility, public responsibility, asdcial responsiveness (Wartick and Cochran, 1985).
Hasan & Latiff (2009) states that as per Islamisibess ethics, CSR of the business organization and
Islamic Financial Institutions should be seen dmaefit rather than a cost. Victoria and Mahbod0@®
explored the nature and extent of CSR reportintheéxconventional banking sector in Bangladesh and t
assess the need to improve CSR by such firms. Tinélyer extends their work by concentrating to the
nature and extent of corporate social respongihilisclosure in the banking sector in Bangladestima
(2005) states that the practice of Islamic bankingd finance has been institutionalized and hasremed
impressive growth over the recent decades. Accgrdin(Rana et al. 2012), social responsibility is a
concept well known in the corporate world and belytimat businesses all over the world have practiced
only profit making action in the past but not fong as the enterprise started to develop compdsxénd
wideness in size and actions. Imam (2000) has atadwa survey of CSR practices in Bangladesh which
shows that the CSR disclosure level is not adequrate study "Corporate Social Disclosure in Badgkh:

A Study of the Financial Sector”, Azim et al. (2DHrgued that corporate social responsibility i$ the
only ethical dilemma that financial institutionscéain an atmosphere of corrupt corporate praciite
strategic integration of CSR in the core busingssompanies shows the bilateral relation between th
company and the community the company operates.nfdens of communication between the company
and its stakeholders with its disclosure of so@ald environmental information in annual reports,
sustainability report and on websites are gainmgadrtance (KPMG, 2011). Martin (2002) believes that
companies today face increasing demands to imple@@R from consumers or market forces, partly due t
globalization and increasing demands for corpamrasponsibility. The aim of Islamic economics is naty

the elimination of interest based transaction amel introduction of the Zakah system, but also the
establishment of just and balanced social order firem all kinds of exploitation. The intense cortmeént

of Islam to justice and brotherhood demands thatmig banks should follow their responsibility towda
society (Mella et al. 1988). Few empirical studies available on the CSR practice in Bangladesim{Ast

al. 2011; Khan et al. 2009; Sobhani etal. 2009aBahd Owen 2007; Hossain etal. 2006). Chowdhudy an
Chowdhury (1996) commented on their study that sdeagling companies in Bangladesh voluntarily
provide some information about social matters. Mwveeg, the importance of corresponding (whatever a
social responsibility they have performed) socéalponsibility performance had not been recognizethé
concerned management of sample companies (Uddih @099). Alam et al. (2010) Sharma (2011) in a
study named 'CSR Practices and CSR Reporting imninBanking Sector' mention CSR recognizes an
organization's commitment to operate in a sociedlgponsible manner. But CSR activities of develgpin
nations are not so rosy. Particularly in finansiettor, there is an absence of stringent provisiegarding
compliances and reporting CSR. Common CSR praciiteBangladesh by different organization are
centred on mainly poverty alleviation, healthcarducation, charity activities, cultural enrichmeyuth
development, women empowerment, patronizing sgortsmusic etc. Bangladeshi companies are reporting
a quantity of disclosures on human resource eveugth this kind of disclosure is not mandatory frany
regulatory authority. CSR disclosures in Bangladaghvoluntary in nature and largely qualitativeoglsain

et al. 2006). Due to environmental, geographicabnemic, political, administrative, social and sdci
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contrasts it would not be suitable to sum up thesequences of investigations of developed countoies
developing countries. This is on the grounds thatghase of financial advancement is probably gtore
a significant factor influencing CSR practices.

CSR PRINCIPLES & REALTIONSHIP

Corporate social obligation is broadly acknowledgsda deliberately significant issue for the sustalie
development and intensity of business in curregsd&SR offers a sole opportunity to corporatedesis

to contribute towards the socio-economic of thentiguto resolve some major problems. At present
corporate social responsibility must be sustainahbl® be a fundamental part of every business engage
Common CSR actions involves:

* Environmental Sustainability: ES may include tastlike sustainable power source, recycling, waste
management, water management, reusable matedadgner' supply chains, lessening paper use and
adopting Leadership in Energy and Environmentaidyebuilding standards.

« Community Involvement: This can incorporate supipg nearby occasions, fund-raising for local
charities, providing volunteers, sponsoring locatrds, utilizing local human resources, supportincal
economic growth, participating in fair trade praes and so on.

 Ethical Marketing: Companies that morally marketpurchasers are putting a higher incentive oir the
clients and regarding them as individuals who arislies in themselves. They don't attempt to mdaipu

or dishonestly publicize to potential clients. Tigssignificant for organizations that need to leers as
ethical.

Corporate social responsibility (CSR) and sustdlitathave been at the cutting edge of most busines
entities agendas for a long while — it's never mgaipleasant to have" yet a “need/obligation teefiaThe
3Ps of sustainability are a notable and acknowlédgesiness idea which allude to People, PlanePaofit.

Figure-1: 3 Ps Model of CSR

Although profit is a must for business survivaleMery businessman it should be seen as only aopart
business plan in terms of total value. Furtherfipio this case is seen as what economically bensbciety

at large.

Planet is the pillar concerned with ecologicallpgortable strategic policies, accomplished by egpan
benefits while limiting impediments. It can rangerh gadgets reusing to business strategies that thleu
utilization of risky synthetic compounds or damapioractices. In the phase of any decision making, a
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organization should consider the impact of itswintis on the environment.

Every business association should find a way tooerage benefits for the employees of it through its
operations as well as ensure betterment of the aomtynin which it conducts business activities. ity
ought to give satisfactory remuneration to itsfstiirough creating a sheltered and pleasant wackpand
helping them find value in their job. Now-a-daysnmypaompanies effectively look for positive approash
to add to the community through activities suclclaaritable contributions, training & education piams
and equal opportunity employment.

In spite of the fact that CSR is a sort of guideli€SR is, by its nature, a plan of action thausiress
intentionally practices as indicated by its ownues and objectives. It implies that CSR practicstde
forced upon an organization by law. Basically CSRdei is tweaked to fit the particularities of the
individual company and its stakeholders. Henceetleno one fixed size fits all CSR model. In thisy, in
choosing a CSR approach to deal with businessip@ation voluntarily participates in socially resysible
activities or business operations that reach ost fia business and lawful commitments to take part
socially responsible activities.

As stakeholders such as investors, staffs, boanshbees, creditors, distributors, customers, comnyunit
different lawful authorities of any company of amyganization are keen on the prosperity of that
organization.

Figure-2: CSR-Stakeholders Relationship

Usually an organization’s decent condition decigenfifluenced its partners are influenced decidedly.
Communities benefit at the point when their residesre employed and when nearby organizations are
positive cellarers of the environment. Providersfipby having a consistent, profitable outlet their items.
Consumers benefit from steady venders and more etitiop in the market. Investors may get profits or
sell high when the cost of the stock they holdsiisgompany managers who wish to make shared vatue f
partners and in this manner make their organizatiorflourish, implant CSR into their business apiens.
Despite the CSR is positive for organizations,&lgeno assurance that an organization will seepansion

in profits due to CSR. Stakeholders of any orgdiimaexpect 3 Ps i.e. profit, people, planet arbdoset
high & given more importance than profitability @ompanies. Organizations which embrace these
expectations can receive the rewards of a posimitation. Their positive reputation cycles baok t
improve the 3 Ps again. Taking part in sociallypmsible activities is a win-win circumstance for

stakeholders, the environment and organizations.
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CSR & BANKING INDUSTRIES

Corporate social duty (CSR) is a demeanour thatimamoral standards in the spotlight. Ethical
responsibility is like a commitment to conduct Imess operations in a fair & logical way and to meie
best choices of things in right time. Being respoesfor ensuring sustainability& consistency indncial
stability central banks in many countries have fdated & developed time to time their own corporate
social responsibility strategies. Contrasted withmerous different sectors, a significant remarkthad
banking industries is that it influences a huge bemand an incredible assortment of individualsother
component of the system is that so as to guaraiméegoundness of the banking sector, it is chaiaeteby
much stricter regulation (Lentner as in Yamak et 2005). Since the banking sector contrasts fronero
sectors of the economic, its CSR practices arewlge unique. Here there is more accentuation on
responsibility in the areas of bank lending, inwe=tt and resource management operations, where
combating bribery and money laundering are paditylimportant issues, being the key elements of
anti-corruption efforts, which is a crucial parttbe banks’ CSR activities (Lentner as in Vigamicolali,
2009). Over the years banks across the wrold haseived the considerable amount of pressure frem it
differing stakeholders including shareholders, stoes, media, NGOs and customers (Bhattachary,et a
2004; Ogrizek, 2001; Frenz , 2005; Jeucken, 200042Coupland, 2005) to run the business activities
responsible and ethical manner. Accordingly, expdncdonsciousness concerning the sustainabilityesssu
for financial associations have been observed theeglobe during the most recent decade.

In spite of the fact that banks have littler direnpact on the environment, their indirect envir@mtal and
social responsibility may go up in the event th&grocredit to organizations which pollute the eoviment,
produce risky & unsafe items or disregard humahtsigldowu—Filho, 2009). This way banks go about as
mediators of sorts, which may cause significantrtsar(ThompsonCowton, 2004). The indirect impact
may emerge not just comparable to the clienteldsaoking services, yet in addition the providerserE is

a need for the endorsement of social desires in @@Rare all the more legitimately connected te th
bank’s business activities and clientele (Lentr911). Most definitely, the key desires for clidate
incorporate secure products and proper data amage Employees want a healthy & safe workplacé tha
is free from discrimination and the respect of hanaégnity, while competitors expect fair competitio
From a social viewpoint, there has been anotherawgment lately, in particular helping poor peoflae

role of business worldwide and explicitly in thevdmped economies has advanced over the most recent
couple of decades from traditional "profit amplifgi’ way to deal with a social responsibility apprioa
where organizations are capable to its investomsedisas to the entirety of its partners in a mexéensive
comprehensive sense. Because of growing compei#sse and demand of the present world, the CSR
practices and standards are being implementedniglBdesh to best fulfil the requirements and nedds
stakeholders.

CSR & REGULATORY FRAMEWORK
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On behalf of the Government of the People's Reputili Bangladesh under the Statutory Regulatory
Order-SRO No. 270-AIN/IT/2010 dated 01.07.2010itlmme tax wing of the NBR issued/determined 22
areas for enjoying 10% tax rebate on the amounttgpeperform specified CSR activities. The inchgli
areas are (1) Donation to organizations engagedean water management (2) Donations to organizatio
engaged in afforestation; (3) Donations to orgaiona engaged in beautifications of cities; (4) Boons

to organizations engaged in waste management;dbations for redressing the hardships caused hyailat
calamities such as cyclone, earthquake, tidal veankflood challenged through Government organinatio
(6) Donations to organizations engaged in estabisit and management of old persons homes; (7)
Donations to organizations engaged in the welfdrenentally or physically handicapped persons; (8)
Donations to educational institutions run for thegmse of education of rootless children; (9) Dt to
organizations engaged in projects on accommoddtorthe slum dwellers; (10) Donations to social
organizations engaged in publicity of movementatiadj to women's rights and anti-dowry practicd<;) (
Donations to organizations engaged in feeding alathing and sheltering and rehabilitation of
orphan/rootless children; (12) Donations to orgatiins engaged in research on independence war,
regaining and expansion of the consciousness ointtependence war and the act of honourable ligihg
the freedom fighters; (13) Donations to organizati@ngaged in health some situation in Chittagoiig H
Tracts, char areas and areas surrounding breakimg bank of river; (14) Grants to organizationgaged

in treating cleft lips, cataract, cancer, and Isgrq15) Grants to organizations engaged in trgasioid
victims; (16) Donations to hospitals engaged invygtimg free medical treatment to poor patients and
specialized for developing the quality of treatmenich as cancer, liver, kidney, thalassemia, agecardio;
(17) Donations to organizations distributing freatythe level of use of birth -control productshwit view

to solving the population problem and to conduehps for voluntary sterilization; (18) Grants to pab
universities; (19) Expenditure incurred through eational institutions recognized by Government for
providing technical and vocational education forriteeious poor students; (20) Money invested in
establishing lab for providing training on computer information technology and in establishing
infrastructure or in purchasing educational materiar implementing English education in publiciyate
educational institutions (under Monthly Pay OrderMPO); (21) Donations to organizations engaged in
providing technical and vocational training to uifiekd or semi-skilled labour for export of humarsoerces;
and (22) Donations to organizations involved wittirastructure of sports and provision of training a
national level. This study considers the previousntioned areas to figure the amount of contrisutis
CSR activities.

CSR activities of Considered Islamic Banks at a giece

Sl
IBBL ICB AIBL SIBL SJIBL EXIM FSIBL UBL
No.
Humanitari
an & Nation
1 Health Health Health Healthcare Educatior) Health
Disaster Building
Manageme
13t
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nt
Augmentation
2 Education of market Education Education Education Educational Health udation
position
Disaster
Sponsorship
Disaster Management Natural Disaster Humanitarian
3 Health of the work Sports
Management (Family calamities Management|  Activities
place
Rehabilitation)
Natural
Access to
Prop up to the Cultural calamities
4 Sports Art & Culture Arts & culture | Technology | Environment
community Activities & Disaster
(M
management
Fortification
Arts and Women
5 of Environment Sports Environment Culture Others
Culture empowerment
environment
Disaster
Management
Environme Environment Infrastructure
6 Education Others & Sports
nt (Social Utility) Improvement
Humanitarian
Assistance
Arts and
7 others Others Environment
Literary
Infrastructure
8
Improvement
Income
generating
9 activities for
unprivileged
population
10 Others
Table-1: CSR activities of 8 fully fledged Islamic banksaagilance
Source:Author’s own made from Annual Report of Islamiaka
Compliance with regulatory framework of 8 fully fledged Islamic banks
SL.
Areas of CSR Activities IBBL ICB AIBL SIBL SJIBL EXIM FSIBL UBL %
No
Engaged in clean wa
1 - - - - - - 0
management
2 | Engaged in afforestation - - - - - - - - 0
13¢€
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3 | Beautifications of cities Yes Yes - - - - - - 12.8
4 | Waste management - - - - - - - - 0
5 | Natural calamities Yes - - - - Yes - Yes 75
6 | Old persons homes - - - - - - - - 0

Mentally or physicall
7 Yes - - - Yes - - Yes 75
handicapped

8 | Education of rootless children Yes Yes Yes Yes Yes Yes Yes Yes 100

Accommodation for the sly
9 - Yes - Yes - Yes Yes - 50
dwellers

Women’s rights and antiewry
10 - - - - Yes - - - 125
practices

Rehabilitation of orphan/rootlg
11 Yes - - Yes - - Yes - 75
children

In research on independence
regaining and expansion of
consciousness of 1
12 Yes Yes Yes Yes Yes Yes Yes Yes 100
independence war and the ag

honorable living of the freedq

fighters

Health some sanitation

Chittagong Hill Tracts, ch
13 Yes - - Yes Yes - - Yes 50
areas and areas surroun

breaking up of bank of river

Engaged in treating cleft lig
14 Yes - Yes Yes Yes Yes Yes Yes 87.5
cataract, cancer, and leprosy

15| Engaged in treating acid victin]  Yes - - Yes - - - -

Hospitals engaged in provid
16 | free medical treatment to p Yes Yes Yes Yes Yes Yes Yes Yes 100

patients

Birth control products with
view to solving the populati
problem and to conduct can

for voluntary sterilization

18| Grants to Public Universities Yes - - - - Yes - - 25

Technical and vocatio
19 | education for meritorious pq Yes - - - - Yes - - 25

students
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Training on computer

information technology and
establishing infrastructure or|
purchasing educatio
20| materials for implementi Yes Yes Yes 37.5
English education in pub
Iprivate educational institutio
(under Monthly Pay Order

MPO)

Technical and  vocatio
training to unskilled

21 - - - - - - - - 0
semiskilled labor for export

human resources

Sports and provision of traini
22| Yes - - Yes Yes - Yes - 50
at national level

Total 13 6 4 9 8 8 8 8 15

Table-2: Compliance with regulatory framework of 8 fullgéiged Islamic banks

Source:Author’s own made from Annual Report of Islamiaka

The above table showed the contribution of Islabanks in different areas of CSR in Bangladesh. Agnon
22 prescribed areas of CSR only 15 areas are ipaticl by 8 fully fledged Islamic banks (68%) which
simply tells that 7 areas (32%) there is no contidn from any banks here. There are only 3 ar&88%)
where each bank has participation and the lowesicigation is in 2 areas (12.5%). Among the 8 mnk
IBBL has the highest participation areas (13) ameintSIBL (9). It is clear that participation in CSR
activities by different Islamic banks is considdydimited because many areas where the bank h&3Si
contributions which is absolutely concerning issue.

Total Contribution of CSR of 8 Islamic Banks

_ Total Amount (in million Tk.)
Name of Islamic Banks
2017 2018
IBBL 1057.77 2813.07
ICB 118.00 262.37
AIBL 157.40 121.57
SIBL 126.15 154.50
SJIBL 189.34 151.29
EXIM 565.00 410.90
FSIBL 264.65 340.21
UBL 129.80 239.54

Table-3: Total Contribution of CSR of 8 Islamic banks
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Figure-3: Total Contribution of CSR of 8 Islamic banks
From the above figure we can see the total corttabwf CSR of 8 Islamic banks operated in Bangkde
in the year of 2017 and 2018. Among the 8 IslanaicKks IBBL is clearly ahead of others. Most of tlamks
contribution is less than almost 60% of IBBL. IBBlas in the top position where EXIM & FSIBL were
close to each other both in 2017 & 2018. ICB & AlB&d lowest contribution in the year of 2017 & 2018

respectively.

Relationship between CSR expenses and Profit of 8lamic Banks

Total Amount of Profit (in million Tk.)
Name of Islamic Banks 2017 2018
Profit % of Profit Profit % of Profit
IBBL 4692.95 22.54 6075.14 46.3
ICB -485.64 -24.3 -405.01 -64.78
AIBL 3,169.50 4.97 2,456.80 4.95
SIBL 6,166.21 2.05 6,143.12 2.52
SJIBL 1195.9 15.83 1471.18 10.28
EXIM 5856.5 9.65 6863.9 5.99
FSIBL 1389.92 19.04 1594.66 21.33
UBL 29711.2 0.44 17966.68 1.33

Table-4: Relationship between CSR expenses and Profitsibéic Banks
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Figure-4: Relationship between CSR expenses and Profit sfagnic Banks
From the above figure-4 we can see the relationséipjeen CSR expenses and profit of 8 Islamic banks
the year of 2017 and 2018. Here, it is noticed thate were mixed trends in the profit & henceha t
percentages.

Sector Wise Contribution
Contribution to Health

_ Total Amount (in million Tk.)
Name of Islamic Banks
2017 2018

IBBL 28.97 1.75
ICB 6.55 10.25
AIBL 10.80 15.03
SIBL 6.31 2.25
SJIBL 15.00 6.62
EXIM 55.15 48.65
FSIBL 2.80 25.51
UBL 4.95 5.65

Table-5: Contribution to Health
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Figure-5: Contribution to Health
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Figure-5 shows the contribution to health sectoBlglamic banks. Here EXIM bank is in the top riaigk
but its participation is decreasing (3.66%) wheS¢HE increasing its participation significantly thathers.

Contribution to Education

Total Amount (in
Name of Islamic Banks million Tk.)
2017 2018
IBBL 382.82 2118.56
ICB 6.45 9.61
AIBL 8.10 15.83
SIBL 27.04 3.39
SJIBL 15.00 35.82
EXIM 38.25 35.15
FSIBL 51.50 60.00
UBL 75.55 97.66

Table-6: Contribution to Education

Contribution to Education
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Figure-6: Contribution to Education
Figure-6 presents contribution to education sebiprthe selected 8 Islamic banks where IBBL shows
stronger contribution than other banks. Total dbaotion to education in the year 2017 to 2018 hasnb
increased almost 75% (2376.02-604.71). In caser@fitty IBBL is in the highest position (82%) where
SIBL is in the lowest (-697.64%). In amount notiagke bank is nearer to IBBL. UBL is in the second
position both 2017 and 2018 in case of total amduntin growth AIBL & ICB are comparatively upper
position after IBBL.

Contribution to Sports

Total Amount (in
Name of Islamic Banks million Tk.)
2017 2018
IBBL 21.00 8.20
ICB 2.01 3.24
AIBL - -
SIBL 0.56 20.30
SJIBL - -
EXIM 5.75 12.80
FSIBL 50.00 14.00
UBL 8.74 12.55

Table-7: Contribution to Sports
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Figure-7: Contribution to Sports
Figure-7 indicates the contribution to sports bijedent Islamic banks in the year of 2017 and 2048his
area of CSR, FSIBL has highest participation in7204t in 2018 SIBL was in the top position. AIBL &
SJIBL had no contribution both in 2017 & 2018.
Contribution to Natural Disaster & Humanitarian Act ivities
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Total Amount (in
Name of Islamic Banks million Tk.)
2017 2018
IBBL 568.46 647.72
ICB 1.77 2.11
AIBL 2.60 1.83
SIBL 56.96 119.74
SJIBL 80.00 108.85
EXIM 32.65 29.75
FSIBL 149.70 207.91
UBL 154.35 171.28

Table-8: Contribution to Natural Disaster & Humanitarian Aittes
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Figure-8: Contribution to Natural Disaster & Humanitariantiéities
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Figure-8 shows CSR contribution of different baitk¢he area of natural disaster in the year 20120&8.
Each bank has contribution to this field and amibregn the contribution of IBBL is significant enoutitan
others. AImost every bank has increased theirggation in this area compared to the previous.year

Contribution to Art & Culture

Total Amount (in
Name of Islamic Banks million Tk.)
2017 2018
IBBL 11.50 22.59
ICB 0.71 2.85
AIBL 0.90 6.36
SIBL 1.04 0.12
SJIBL 3.00 -
EXIM 5.90 7.20
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FSIBL 9.70 30.00
UBL 12.25 25.52
Table-9: Contribution to Art & Culture

Contribution to Art & Culture

L
% 4" —
M 3/
o 2 L
% i —
D I
u6 0 /" e
) e—
% "
p
% ( &% &( $% $( % (

Total Amount (in million Tk.)

®5 0 5) 5 0 5)

Figure-9: Contribution to Art & Culture
Figure-9 presents CSR contribution of 8 Islamicksam art and culture. The contribution in thisldigs
comparatively lower by each bank. Only IBBL, FSIRLUBL have two digits contribution in the area of
Art & Culture where SJIBL has no contribution in130

Contribution to Environment

Total Amount (in
Name of Islamic Banks million Tk.)
2017 2018
IBBL 26.40 1.05
ICB 1.23 4.67
AIBL 1.70 7.13
SIBL 34.22 8.70
SJIBL 7.00 -
EXIM 20.16 23.84
FSIBL 0.95 2.80
UBL 5.66 13.26

Table-10: Contribution to Environment
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Figure-10: Contribution to Environment
Figure-10 shows the contribution to environmentddgmic banks in which they are operation theiribess.
In 2017 SIBL had highest contribution & in 2018 HBXIwas in the first position for contributing to
environment where SIBL had no contribution in 20I8tal contribution has significantly been decrelse
(35.87) in 2018 (61.45) compared to 2017 (97.32).

RECOMMENDATIONS

The banking industries legitimately occupied witlSFC activities, for the most part in the area of
humanitarian & disaster relief, education, headthyironment, art and culture and sports. Since ithis
wilful activity most banks contribute to the eduoatand health sectors. The study suggests thatanh
astounding way to enhance the brand reputationankd in Bangladesh through actualizing proper CSR
activities. It is significant for the banks to haaa unmistakable thought regarding the client nesus
afterward structure such services of CSR whichszdisfy those needs of target groups.
There is a need for proper coordination betweendgulations for CSR by banks and the related aitid®
Tax legislation on CSR ought to be defined in saclay so that the progression of government revenue
isn’t hampered and simultaneously, contributiolanking industries towards sustainable developnserit
hindered. In this regard, following suggestions rbayconsidered towards effective tax legislationrG8R
for banking sectors:
As in Bangladesh banks are on the top in termsagfng taxes and doing CSR they should get a
meaningful benefit of tax exemption.
The religious manuscript is to be translated intoaern term of society-business and blueprint an
ethical business guideline with particle implicaso
Islamic banks should play a leading role in CSRcaken such as environmental hazard/risk
management, HR development, human rights and comyraghvancement.
To bridge the gap of expectations and reality oRQ%Islamic banking, as it is frequently contended
that Islamic banking is a new wave of the corporatind whose social goals are a lot of significant
as making a pro t.
Islamic banks ought to have a more propensity t& ©8 the grounds that they are guided by strict
religious standards and committed to hold fashés¢ standards.
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Islamic banks should establish independent CSRsidivi to conduct their CSR activities
meaningfully.

Since education is the backbone of a nation & withbeing educated the real growth and
development of a nation is not possible highesthemsis should be given to the education sector.
Special initiatives should be taken for women eeaeurship development & expansion of ICT
knowledge.

The rate of tax exemption on CSR activities neexldé reviewed time to time. It would be
increasingly intelligent to formulate a progressitax exemption structure that will encourage
increased involvement in CSR activities by the lsank

CONCLUSION REMARKS

Since corporate social responsibility turns intoeasential part of a business' plan and no longtorl,
business pioneers are progressively entrusted anithting & developing social change from the baxk t
front. It is the utmost duty of Islamic banks tostome social welfare for the community. As a redion of
this sense, Islamic banks everywhere throughouiMbréd are being engaged in different corporatéadoc
responsibilities. In Bangladesh likewise the Islaianks from their beginning have been connectiitly w
themselves in various CSR activities. CSR effeoth lon the external factors and internal factoecegly

the internal condition, culture of the associatishich at last pulls in the clients. CSR activitia® not
being increase much compared to the increasednggroi banks. Normally banks are participatingdms
common areas like natural disaster, environmerdjtineeducation, sports, culture etc. Among all the
Islamic banks IBBL is in the top position for cabtrting more in CSR activities (22.54% in 2017 &
46.30% in 2018 of profit) & UBL is in the lowest giion which also is increasing (3.99% increasésl) i
participation in CSR. Average participation of Isla banks are not significant enough. A prescriptias
given where there are 22 areas of CSR are spedifieanost of the banks participation is upto 15aare
where IBBL showed the highest areas (15) of contitim & others are between 4-9 only. The study stbw
that most of the contribution gone to the heathd&aation sectors.

There are many areas like engaged in clean wateageanent, engaged in afforestation, waste managemen
and old person’s homes, birth control productshieal and vocational training etc. no participataf any
banks. That is very shame & also alarming for evamk.

Banks should involve themselves thoroughly in C®Rviies with the goal that it will make a posiiv
impression to their stakeholders and social comtyia® a whole. A few banks are bringing about CS® u
straightforwardly from their own spending limit, i a couple of others are doing as such through
independent entities built up as the foundationst#r in bolstered by commitments from CSR use qof

the banks concerned. Although the total contributio CSR by Islamic banks in Bangladesh is not
significant enough the participation is increasing.

REFERENCES
1. Abul Hassan, Hjh Salma Binti Abdul Latiff. "Corpdeasocial responsibility of Islamic financial intstions and
businesses: Optimizing charity value", Humanon€x)9, 25(3):177-188

l4¢
ISSN 2076-9202



International Journal of Information, Business dahagement, Vol. 14, No.1, 2022

2.

10.

11.

12.

13.

14.

15.

16.

17.

18.

Ahmed, S., & Akter, M. (2013). DETERMINANTS OF CORRATE SOCIAL RESPONSIBILITY OF BANKING
INDUSTRY LISTED IN THE DHAKA STOCK EXCHANGE LIMITED. D.U. Journal of Marketing16(1), 246—258.
Retrieved from https://pdfs.semanticscholar.orgBf810ccf730daa96e98bc0198533ccc6964b2. pdf

Alam S. M. S., Hoque S. M. S. and Hosen M. Z.,rfidoate Social Responsibility of Multinational Corgtion in
Bangladesh: A case study on Grammen Phone" JooffRathuakhali Science and Technology University. 92 No.
01 June 2010, Pp. 51-61

Azim, MIl, Ahmed, E, & D' Netto, B. (2011) “CorpoeaBocial Disclosure in Bangladesh: A Study of threRcial
Sector, International Review of Business Research Paf@é?3, 37-55.

Chowdhury, S. K. S. (2014, April 26). Policy Suppm CSR in the context of Tax Exemption for thenRing Sector .
Retrieved March 16, 2020, from https://www.bb.odjdovernor/speech/apr272014gse512.pdf

Chowdhury, Al & Chowdhury, AK. (1996) “Corporatecal accounting: do we really need it?” The Bangktd
Accountant, April- June, 90-100.

Corporate Social Responsibility (CSR). (n.d.). Reted March 17, 2020, from
http://www.mblbd.com/financial_statement/corporatecial_responsibility.pdf

Corporate Social Responsibility. (3AD). Retrievedrgh 18, 2020, from
https://courses.lumenlearning.com/wm-principlesafagement/chapter/corporate-social-responsibility/

Crowther, D., & Aras, G. (2008). Defining Corpor&ecial Responsibility . I€orporate social responsibilitgpp.
10-18). Guler Aras Publishing ApS.

Das, S.K. (2012), “CSR practices and CSR reporiimbpdian financial sector’International Journal of Business and
Management Tomorrow,ol. 12 No. 2, pp. 111-122.

Falcetta, J. (2016, July 12). 8 GUIDING PRINCIPLEE CORPORATE SOCIAL RESPONSIBILITY. Retrieved
March 18, 2020, from
https://www.linkedin.com/pulse/8-guiding-principtesrporate-social-responsibility-john-j-falcetta

Gray R.H, Owen, D and Maunders, K, Corporate S&tggorting: Accounting and Accountability, Preetiglall
International, London, 198

Hamid , T. (2016). Corporate Social ResponsibHitgctices and Disclosures of Non-Bank Financiditlrtgons in
BangladeshTHE COST AND MANAGEMEN®4(1), 30-33. Retrieved from
https://pdfs.semanticscholar.org/7c5d/09b7dc51184f$8a4d3bb748b63a43b11.pdf

Hossain, M, Islam, K & Andrew, J. (2006).Corpor&iecial and Environmental Disclosure in Developiraugtries:
Evidence from Bangladesh,,, Faculty of Commerce papgéniversity of Wollongong, available in
http://ro.uow.edu.au/cgi
https://lwww.researchgate.net/publication/246912%8Bbat_is_corporate_social_responsibility_all_about

Imam, S. (2000). Corporate Social Performance Rigygoin Bangladesh. Managerial Auditing Journal (3p 12-13.
http://dx.doi.org/10.1108/02686900010319384

Imam, S. (2000). Corporate Social Performance Rigygoin Bangladesh. Managerial Auditing Journal(3p 12-13.
http://dx.doi.org/10.1108/02686900010319384

Kamrujjaman, M. H., & Uddin , M. H. (2015). The parate social responsibility initiatives of theyaie commercial
banking sector with special reference to Islamickirag in Bangladesh: An evaluatiomternational Journal of Applied

Researchl, 46-52. Retrieved from http://www.allresearchjalrcom/archives/2015/vollissue5/PartA/29.1.pdf

147
ISSN 2076-9202



International Journal of Information, Business dahagement, Vol. 14, No.1, 2022

19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

30.

31.

32.

33.

34.

KPMG. Corporate responsibility survey: Marching tyds embracing sustainable development. Available a
https://lwww.in.kpmg.com/SecureData/aci/Files/Corgt® Responsibility-Survey-Report.pdf. 2011

Lentner, C., Szegedi, K., & Tibor, T. (2015, Jaryus®). Corporate Social Responsibility in the BamgkSector.
Retrieved March 18, 2020, from
https://www.researchgate.net/publication/303697&3fporate_Social_Responsibility in_the_Banking_&ect
Martin, R. (2002). The Virtue Matrix: Calculatinget Return on Corporate Social Responsibility — &halder Value
Versus Corporate Responsibility. Harvard Businesgidv, 80(3).

Martin, R. (2002). The Virtue Matrix: Calculatinget Return on Corporate Social Responsibility — &halder Value
Versus Corporate Responsibility. Harvard Businesgidv, 80(3).

Masud, A.K. (2011), “CSR practices of private coencial bank’s in Bangladesh: a comparative studiylPRA, Paper
No. 35496, 24 December.

Miyan M Alimullah , "Dynamics of Corporate SociakBoonsibility - Bangladesh Context" Journal of AlBBngladesh,
August, Vol. 3, No. 1, 2006, Pp. 13-3

Mock T., Wernke T-: Like Life Itself, Sustainable Development is Fa§2011,
http://lwww.triplepundit.com/2011/01/like-life-sustable-development-fractal/ (accessed on 30.09.2014
Mohammad, N., & Kamal, S. (2015). Social Impact &ugtainability of Corporate Social Responsibilityhe Banking
Sectors: Bangladesh Perspecti88RN Electronic JournaB9—-46. Retrieved from
https://www.researchgate.net/publication/298191&kfial_Impact_and_Sustainability_of Corporate_SoBiasponsi
bility_in_the_Banking_Sectors_Bangladesh_Perspectiv

Patwary, M. A. R. (2015). The Evaluation of CSRBanks’ performance to promote sustainable Bankingangladesh:
A study on Supply chain conteBRAC Institute of Governance and Development (BI&ejrieved from
http://dspace.bracu.ac.bd/xmlui/bitstream/handi@l104921/14282029.pdf?sequence=1&isAllowed=y

Rana, M, Kalam, A, & Halimuzzaman, M. “Corporatectd Responsibility of Dutch-Bangla Bank Limited: A
Casestudy”, Bangladesh Research Publication Joutt®)| 241-247, 2012.

Report on Corporate Social Responsibility . (n.@gtrieved March 17, 2020, from
http://www.mblbd.com/financial_statement/CSR_Repait

Salma Sairally, “Evaluating the ‘Social RespondiyilOf Islamic Finance: Learning from the experées of Socially
Responsible Investment Funds.” Proceedings of ixth $iternational Conference on Islamic Economizkarta,
Indonesia, on, 2005, 21-24.

Sharma N., "CSR Practices and CSR Reporting iram&anking Sector" International Journal of AdvahEeonomics
and Business Management Vol. 1 No. 2, 2011, P&8-

Uddin MA, Uddin, MM & Ahmed, S. (1999) “Disclosui social performance in the corporate reports afigdadesh”.
The Cost and Management, 27(1), 18-22.

Wartick, S and Cochran, P (1985). "The Evolutiothaf Corporate Social Performance Model", Academy o
Governance Review, Vol. 10, No. 4

Wise Victoria, Ali M Mahboob, “Corporate Governareed Corporate Social Responsibility in Bangladeih special

reference to Commercial Banks”, AIUB, Business &B&amics Working Paper Series, 2009.

14¢
ISSN 2076-9202



International Journal of Information, Business dahagement, Vol. 14, No.1, 2022

WORKFORCE PLANNING AS A WAY OF LEADING TO

DEVELOPMENT OF HUMAN RESOURCES

Dr. Radhika Kapur

Abstract

The primary objective of this research paper iadquire an understanding in terms of how workforce
planning can be a way of leading to developmerttumhan resources. This task is put into operatiothby
members of the organization, when they form thevpignt that it is essential to have knowledgeable,
competent and well-qualified workforce to achievgamizational goals and objectives and enhance its
reputation within the community. The main objectifeworkforce planning is to identify and addreke t
differences between the workforce of the organirain the present and needs of future. In othedsan
order to carry out their tasks and activities éfiintly in future, what knowledge and skills they wia
require. To implement the task of workforce plamgpithere are certain methods and procedures, wiged
to be put into operation by the members of the mimgdion. The main areas that have been taken into
account in this research paper are, need for war&fglanning, models and techniques of workforce
planning, workforce planning Process, and workfgriesning approaches.
Keywords: ApproachesDevelopment, Human Resources, Organization, Skiltskforce Planning

Workforce planning is regarded as the systematorgss for identifying and addressing the gaps
between the workforce in the present existencehamaan resources needs of tomorrow. It makes pmvisi
of the foundation for strategic human resource glens. As with any other planning, the process of
workforce planning takes into consideration the cemts of program management, human resources,
budgeting and program staff. In the developmentarkforce plan, the organization needs to systerabyi
address the issues and concerns of bringing abi@rtges. Workforce planning addresses the needs and
requirements of the staff members by reinforcenmnstrong management leadership and co-operative
support efforts of the staff members in severatfiomal areas. Strategic planning, budgeting, amtdn
resources staff are key players in workforce plagnHuman resources staff provides tools, machiaad/
technologies for identification of the needed cotapeies and for building of the future workforceatigh
strategic recruitment, training, development andnton techniques (Commonwealth of Kentucky, n.d.)
Workforce planning establishes a connection betwaenan resources planning with strategic planniing.
assures that the human resources are alignedheithrgjanizational goals and objectives. This protetps
in understanding how the mission and objectivethef organization can change over the period of.time
Changes in mission and objectives also leads togdsin the job requirements. Workplace planningse
in acquiring an adequate understanding of how obsage taking place in the workforce in terms ofdes
such as, demographics, skills, interests and petgoce. Major emphasis is put upon development of
competencies and aptitude among the workforce. Kenyeable and competent workforce will render a
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significant contribution towards the achievementoajanizational goals and objectives. The emphasis
also put upon the strategies of recruitment, selectraining and development and retention teahesq
These strategies need to be implemented in a wgdlrized manner in order to bring about effectin@gh

and development of the workforce and organizat®a whole (Commonwealth of Kentucky, n.d.).

Need for Workforce Planning

When conducting research on the need for workfptaening, there are not any specific causes thaitte
the need for conducting workplace planning. It t@napplied in the number of environments. There are
number of reasons at all levels of the organizatioshort-term or long-term time period. Some aof th
important reasons to determine workforce plannireg o determine the staff members required atva ne
location, to deal with the problems of retainindnighly skilled staff, manage the operative econamgis
program and look to see where the next generafionamagers will come from. Workforce planning can
render a significant contribution in leading to gmession of the organization. It can allow for areno
efficient and operative workforce, help ensure tiegtlacements are available to fill important vaies,
provide accurate staffing predictions for budgetmgposes, provide a clear rationale for connectirgy
expenditures for training and retraining, developtmecareer counselling and recruiting efforts, help
maintain and make improvements among workforce hekp prepare for restructuring, reducing and
expanding workforce (Sinclair, 2004). When undardiag the need of workforce planning, three aspects
need to be taken into account, these are statedl@ss: (Sinclair, 2004).

Thinking about Future

Workplace planning allows staff time and spacehiak ahead. It is vital for the organizations toneen
aware in terms of future. The members need to fienfuture. In planning future, there are number of
aspects that need to be taken into consideratioesd include, measures and ways to augment preitycti
and profitability, formulation of new approachesethnds and programs, initiating modern, technical a
pioneering methods in the production processesiaiimg new projects, bringing about changes in the
working environmental conditions and so forth. Whiee members are thinking in terms of future, they
able to plan their tasks and activities. This psscellows the organization to be better prepargdrding

the future. In this manner, they also generate emess and augment their understanding in termephg
with problems and challenges.

Corporate Control

In recent years, there has been a reaction aghmstevolution of power that took precedence in1®&0s.
Most of the organizations have learned and acqureéfficient understanding in terms of aligningtioé
behaviour in relation to the overarching commonlg@aoids the corporate anarchy and helps in ptewen
thinking in becoming too short-term in its focusolkforce planning is one means through which theree
can regain control because it requires operatints un plan resources in a systematic and methbdica
manner. It is essential to exercise control overutilization of financial resources and materedaurces.
Financial resources are to be planned and utiiizextcordance to the needs and goals of the ormfaoriz
They need to be spend in areas, where it is indsgl#e. Whereas, material resources are the tools,
equipment, technologies, and raw materials tharegaired in the implementation of tasks and fuori
The workforce need to be aware of strategies ftectbe utilization of resources and prevent wastag
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Therefore, it can be stated that corporate colesals to appropriate workforce planning and pragoesof
organization.

Integrating Actions

The actions that are implemented by the workforg ather members of the organization have the main
objective of achieving organizational goals. Thembers at all levels need to ensure that they cauty
their tasks and activities in a well-organised nanmvhich may facilitate in the achievement of degi
outcomes and attain job satisfaction. Within thgaoization, the individuals cannot work in secluasitt is
crucial for them to work in collaboration and intatjon with others. When the members are working in
co-ordination and integration with others, they atde to benefit in number of ways. These include,
providing solutions to problems, generating newagjeobtaining support and assistance from othetisein
achievement of desired goals, maintaining good seamd relationships with others and incurring job
satisfaction. Therefore, it can be stated thaspeetive of goals and objectives of the organinatidhe
members need to work in co-ordination and integrawith each other.

Models and Techniques of Workforce Planning

A number of models and techniques are availabldénorganizations to carry out the task of workéorc
planning. Though there are differences in the @mses, most of the models in most cases are siftar.
workforce planning involves an analysis of the pr#sworkforce competencies, identification of the
competencies that are needed for the future, a aosgm of the present workforce to future needs to
identify competency gaps and surpluses and formomladf measures and plans for the building of the
required workforce and competencies. Some of theetsohave been designed specifically for use in
particular frameworks. Many organizations have tmyed their own models. Number of models and
techniques have been designed for short-term pignpiocess, such as the emergency services and call
centres. Research has indicated that when the mierobehe organization are putting into operatiba t
models in an appropriate manner, they will be ablearry out their job duties in a well-organizeada
systematic manner (Sinclair, 2004).

A body of academic research continues to refineptexnmodels of workforce planning. Complicatedness
in the models prove to be major impediments wittiie course of achievement of desired goals and
objectives. Development of a non-linear model ant®tor different knowledge levels and training adeef
entry-level staff. Through applying their principléo a semi-conductor manufacturer, they found that
previous planning by the organization had underestd the ideal number of workers that are requined
the higher knowledge levels. There are also nunobesophisticated software packages emerging on the
market to make provision of help and assistan¢bdmrganizations to conduct workforce planningotimer
words, in the implementation of the task of work®iplanning, it is necessary to be well-equippetth tie
usage of technologies. Furthermore, the organizeitroay also make use of statistical models duééo t
occurrence of instability within the working envinmental conditions. It is vital to make effectiveeuof
models to stabilise the working environmental ctods (Sinclair, 2004).

However most of the organizations and most of tlerpng situations do not require a complicated
technique or complicated software. Except for femgaaizations that allow it. It is unlikely for the
organizations to make use of complicated statistiaakages. The software packages tend to offemnzber
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of benefits besides workforce planning. They ateroéxpensive and HR software is frequently rejpoate
being difficult to use. Furthermore, they are atswplus to the requirements of the workforce plagni
activity. The availability of simple spreadsheetdals, tailor-made and based on accurate and ccenéea
are all that is required. Although, there have beamy approaches to workplace planning. The prdiic

of such approaches depends on how easily, theypeamplemented and the ease with which they can be
tailored to the situation. When the organizatioresraquired to make use of models, they need @ itato
consideration the nature of the situation, the limess and the framework, which determines thertiegles
and models that need to be put into operation. Siltmplest approach is regarded as the best apptoach
carry out various tasks and activities (Sinclad02).

Workforce Planning Process

Workforce planning is the process of analysing ¢herent workforce, determining the future workforce
needs, identifying the gap between the workforce @re future needs, implementing actions to address
shortages, surpluses and skill mismatches, moaitdrevaluate actions and understand the orgamzatad

its environment. It is convenient to describe worké planning as the series of steps, and it islBqu
important to understand that it is an iterativecess and not direct. The major steps in the wockfor
planning process have been stated as follows: (iMar& Planning Practice, 2018).

Analyse the Current Workforce

In conducting the analysis of the internal enviremtal conditions, one can make use of the workforce
segmentation techniques and processes to idehéfiriowledge, skills, abilities and other factarquired

for current and future workforce roles. There am® tapproaches to workforce segmentation. The first
identifies different types of jobs, families, fuimts, roles and competencies within the organimatiche
second segment roles are described by value ordiypeork performed to put emphasis upon the most
critical roles. This will vary in terms of the sjzeector and industry of the organization. In thstfaced
business environment, innovation, agility and resde are essential for organizations to retainr the
competitive advantage. Collecting and analysing kiasce data can provide organizations with the
information, they need to increase or develop #ypability in such areas. A comprehensive rangeeifios
can be used to conduct an analysis of the workfaiossary of measures and their definitions. Wndd
analytics is not only in terms of understandingivighal measures, but also how factors operatethege
Analysis of the current workforce includes certbemefits. These are, streamlining of job and paydba
improvement in talent management by defining paaénteasures, speedy evaluation of jobs, deterimimat
of pay structure, identification of training neexdxl clear explanation of roles and responsibilities
Determining the Future Workforce Needs

In the determination of the future workforce neetiigre are five rights, which need to be taken into
consideration. These are, right shape, right skilgght size, right cost and right location. Rigitape is
referred to the right workforce composition in termf organisation, purpose and ratio of manageds an
professionals and administrative staff membershRaills are referred to the competencies, antitiabi
that are necessary to meet future goals and brdgent gaps. When the workforce will possess the
essential skills and abilities, they will be aldectrry out their job duties in a well-organizednmer. Right
size is the number of people for the jobs and skikeded to achieve goals in an efficient and tipera
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manner. It needs to be ensured that within thenizgéion, the workforce is appropriate in numbeghR
cost is referred to the effective employees and @i, benchmarking pay and reward, training aidg
cost of recruitment, development and mobility cofsght location is referred to the availability of
individuals with the right educational qualificat® competencies, aptitude, personality traits and
experience in various job positions. It needs t@mhsured that the workforce are well-aware in teofmsb
duties.

Identifying the Gap between the Workforce and the Eture Needs

It is vital to identify the gaps between the worki® and future needs. There are gaps where likely o
unlikely availability of individuals is lower as ngpared to the needs, this requires more staff t@beited
and developed. The negative gaps, where there are imdividuals in certain groups than needed, r#® o
may need to consider retrenchment or redeployniémre are in some cases, gaps in the skills of the
workforce. It is vital to generate information irms of technical and pioneering methods to perfone’s

job duties in an appropriate manner. Training aegietbpment programs are regarded to be of utmost
significance in facilitating the development oflskiWorkforce groups where recruitment, retentiwrboth
present the resourcing challenges and alternaéigeurcing options may therefore be considered. eThes
gaps may cover all the functions in a particulaugr or they may apply especially to some locatiand
teams. Changes taking place in the organizationkidead to radical changes in the workforce anitlssk
needs. Strategy change may be as a result of ciivgepressures, a new approach to product
manufacturing and marketing, caused by developniartschnologies and desire to lead to a redudtion
costs.

Implementing Actions to address Shortages, Surpluseand Skill Mismatches

It is important to implement actions to addressrslyes, surpluses and skill mismatches. Within the
organization, in some cases, the workforce maybeotwell-equipped with certain job functions. In @th
words, they lack the skills and abilities, and tlaisk is regarded as the major barrier within tbharse of
performance of job duties. Therefore, it is vitad the human resources to up-grade their skillsadnilities.
They are assigned different job positions and halveluties and responsibilities to perform in adesrce to
the job positions. Therefore, they need to enswatthey possess the essential skills and abilitlésh may
enable them to carry out their job duties satisidgt The implementation of actions involves thmaejor
steps. These are, selecting the most critical gdpstification of potential actions and prioritizetions.
When there are more than one alternatives avajlabls vital for the members of the organizatian t
conduct an analysis of the alternatives and malectsen of the most suitable ones. In order to léad
progression and goodwill of the workforce and orgation, it is vital to put into operation the maeaial
functions of planning, organizing, directing, stadf, co-ordinating and leading in a well-organizaud
satisfactory manner.

Monitor and Evaluate Actions

It is an important job duty of the individuals, whoe in leadership positions to monitor and evaluhe
actions of the workforce. When the workforce arerugted, they are required to undergo the trairang
development programs, in which they are providethwiformation in terms of various aspects of the
organization, such as, history, departments, peeprgoals and objectives, infrastructure, faeitti
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working environmental conditions and job duties. afhthe job duties are complicated, it is vital foe
supervisors to monitor and evaluate the actionthefworkforce. The supervisors need to check whethe
workforce are able to perform their job duties isaisfactory manner and provide solutions to Eoig
and challenges that they experience. In evaluatiothe performance of the employees, they need to
implement various methods and approaches. Workfaeres need to be reviewed by the management teams
on regular basis. It usually takes place more thraoe a year. The HR function, often through HR hess
partners, needs to stay in contact on a regulas agh local management teams in order to cheek th
progress and respond to changes. Changes takeipl&oe internal and external environmental coodii

of the organization.

Understand the Organization and its Environment

Understanding the organization and its environmemnet crucial aspects, when focusing on workforce
planning. Within the organization, there are numifeaspects that need to be taken into consideratiben
putting emphasis on the planning of the workford@éese include, goals and objectives, working
environmental conditions, infrastructure and féed, training and development programs, materialss,
equipment and technologies. The job duties oftal members of the organization are primarily foduse
towards attainment of organizational goals andasuisty their livelihoods in a better way. When the
members are dedicated towards the performance aif b duties, they need to acquire an efficient
understanding of all the factors that are partefdrganization and its environment. When the mesnaee
unaware or not well-equipped in terms of varioustdes and skills that are essential for the effecti
performance of job duties, they need to identife tkills gap and upgrade their skills and abilities
Furthermore, in order to perform ones job dutidssfetorily, it is essential to make use of tedoges,
tools and equipment. It is essential for the memlagrall levels to be well-equipped in terms ofgesaf
technologies and utilization of materials in anrapige manner. Therefore, it can be stated, unaledstg of

all aspects of the organization helps in leadingragression and well-being.

Workforce Planning Approaches

The workforce planning approaches have been stastéollows:

Recruitment of CandidatesWorkforce planning approaches are primarily conedrwith conducting the
analysis of the job positions and filling them wi#cruitment and selection of well-qualified ananpetent
candidates (Romero, 2002). When there are vacamgtbgn the organization, there are advertisements
posted on the websites or in newspapers. In therasements, they clearly specify the job dutied an
educational qualifications and skills that they uieg in candidates. The candidates, who possess the
essential educational qualifications, competenares experience, who feel they meet the job requarem
apply for jobs. Organizations have their own methadd approaches for recruitment. The candidates, w
meet the job requirements are meant to go throotghviews, written tests and other methods, whieh a
needed to recruit them. When they are successfuaimous procedures that are needed for selection
purposes, they get selected. Hence, before impl@mgemny methods and procedures for workforce
planning, it is vital to recruit candidates, whe auitable for the job duties.

Implementation of Grievance Redresser Procedure®Vithin the organization, individuals experience
number of problems and difficulties. These probleand difficulties may take place regarding number o
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aspects, these include, infrastructure, materiads tachnologies, civic amenities and facilitiego#iicity,
lighting, ventilation, temperature, working envirnantal conditions, job duties, responsibilitieshest
members of the organization and so forth. When #agyerience problems regarding these factors, they
redress their grievances to their supervisors. dlgan appropriate grievance redresser procedlnieh

aim to provide solutions to the problems of the lyges. In the present existence, there have been
extensive usage of technologies and individualseateessing their grievances online. Problems eaorne
major impediments within the course of attainmeftdesired goals and objectives. Therefore, the
implementation of appropriate grievance redressacquures render an important contribution in pmg
solutions to problems and facilitating the perfont@ of job duties satisfactorily.

Identification of Future Work and Skill GapsThe identification of future work and skill gaps
is one of the indispensable factors in workforcanping. In this case, the workforce as well as the
supervisors and managers need to put into operttestrategies and approaches to identify thestask
activities that they would carry out in future. thermore, in the implementation of future work, the
employees need to generate awareness and augregrgkilis and abilities. For instance, previoushey
were carrying out the production processes manuhally in future, they are encouraged to make use of
modern and technical methods. Therefore, they teeg@grade their skills and abilities in terms ajdern,
scientific and innovative methods. In order to m#es objective, there are initiation of trainingich
development programs within the organizations. Wuekforce are even required to get enrolled into
training and development programs within the coofgeerformance of their job duties. In this manileey
are able to hone their knowledge, skills and adedit
Identification of Potential Retirements and LosiseSkills and Capabilities- The identification of potential
requirements and losses in skills and capabilijeserate awareness among individuals in terms of
deficiencies that they have experienced in termskilfs and capabilities. Research has indicated dlfter
the individuals have generated information in teohsvays to carry out the job duties, when theyehgot
enrolled in training and development programs taytgre their skills and abilities, they need touzaghat
they do not forget what they have learned. Geténgaged in continuous practice is one of the eséent
aspects in retaining one’s skills and capabilitigsis of utmost significance to identify the poth
requirements and losses in skills and capabiliiéss would help the individuals to implement measuo
up-grade their skills and capabilities and also enstkre that they are able to make use of themoim@ting
well-being of the organization.

Development of AlternativesWhen the workforce or other members of the orgditimeare working on a
task or project, it is apparent that they have twkwdiligently and conscientiously. But in some &ss
having just one alternative may not be worthwhitel hey make an attempt to look for other altexmessti
When they encounter impediments within the courfsenplementation of one alternative, they feel that
they need to discuss with their superiors or cglles in terms of implementation of other alterregtivihe
development of alternatives normally prove to betlwhile and help in providing solutions to various
problems. In order to develop alternatives, theeevarious ways that are put into practice. Thestude,
communicating with other members of the organimatiesing internet, reading books, articles and rothe
reading materials and so forth. One should malkecteh of alternative, which proves to be benefitiaa
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major extent.

Negotiations -Negotiations are the process through which indi@iswr groups can resolve disputes, settle
business transactions or prepare working agreem@&its process of conducting negotiations involves
creating and claiming value at the bargaining taid can be classified as either distributive tegrative

in nature. Within the organizations, negotiatiokidsare important in both informal day-to-dayenactions
and formal transactions, such as negotiating cmmditto carry out business transactions. When reggois

are conducted in an appropriate manner, they aarego be beneficial to the organization to a majpdent.
They help in building better relationships, delivasting and quality solutions, which would helptibo
parties to come to an agreement and helps in atlagi conflicting situations and disagreements.
Negotiation requires give and take. One should @iroreate a constructive interaction that is a win-
situation for both the parties. A good negotiatieaves each party satisfied and they are ableny ocat
business transactions in a lucrative manner (Natjogj Successfully, 2019).

Promoting Effective CommunicatienEffective communication between the memberfiefdarganization is
regarded as the major approach. When the membengeged in effective communication, they are &ble
maintain good terms and relationships with eaclemttreate amiable and pleasant working environahent
conditions, provide solutions to problems and diffiies and contribute effectively towards the agkment

of desired goals and objectives. Communication tze place in a verbal and written form. Verbal
communication takes place either face to face ooutjh phone, whereas, written communication takes
place through letters, notices, emails, messagdssarforth. When the members of the organizati@a ar
communicating with each other, they need to entheg make use of decent and polite language aad tre
everyone with respect and courtesy. Communicati&ag place in an upward form i.e. from subordinties
superiors, downward form i.e. from superiors to ®sdimates and in a horizontal form, i.e. between
colleagues. It is indispensable to promote effecttommunication in order to carry out the task of
workforce planning satisfactorily.

Conflict Resolution Methods In some cases, conflicts and disagreementskeéoplace among the members
of the organization. These may take place amongeamlies or superiors and subordinates. When the
superiors feel that their subordinates have ndbpeed their job duties in accordance to the exqiemts,
they may depict their frustration. The occurrenéecanflicting situations between the members of the
organization are disappointing and individuals mayincur job satisfaction. Therefore, in ordeptomote
effective workforce planning, it is essential toplement conflict resolution methods in a peacefahmer.

In the case of occurrence of conflicting situatiotie individuals involved need to conduct an asialyf
the factors that gives rise to conflicts and dispufAfter the analysis is conducted in terms offéagors, the
individuals need to make sure they possess eftetistening skills and communicate with each otinea
polite manner. The implementation of peaceful dohflesolution methods helps in efficient functiogiof

the organization.

Formation of Amiable Working EnvironmentWWhen the working environmental conditions wal &miable,
the members of the organization at all levels Wl able to carry out their job duties in a wellaized
manner. They will be able to render a significaohtcbution in the achievement of desired goals and
objectives. Furthermore, they will be able to depeiotivation towards the performance of job dutied

15¢
ISSN 2076-9202



International Journal of Information, Business dahagement, Vol. 14, No.1, 2022

incur job satisfaction. In order to create an aheiatorking environment, there are certain factbeg need

to be taken into consideration. These include céffe communication among members, making provision
of all the amenities and facilities, developmentrdgfastructure, ensuring the availability of teologies,
materials, tools and equipment, generating awaseineterms of adequate implementation of job dudies
responsibilities, augmenting understanding in teohsnodern and pioneering methods, factors such as,
lighting, temperature and electricity should be rappiate and there should be provision of heatind a
cooling equipment in accordance to the weather itiond. Therefore, it can be stated, when the iicldials

will take into account these factors, they willddge to form amiable working environment.

Equal Rights and Opportunities Within the organization, the members are difierieom each other in
terms of number of factors. These include, casted; race, religion, ethnicity, gender, age, peabty
traits, job positions and socio-economic backgrouinig vital that they should be provided with agughts
and opportunities and there should not be any &frdiscrimination on the basis of these factorsthBoen
and women should be given equal pay for the sant& performed. Research has indicated that withén th
organization, women have experienced discriminat@gtment. They were not provided with equal sght
and were given lesser pay as compared to their owlaterparts for the same work performed. This is
regarded as the major barrier within the coursemglementation of tasks and functions. Therefores i
indispensable for the effective functioning of tbeganization to make provision of equal rights and
opportunities to both men and women.

Making Effective Decisions Decision making is an integral part of the ofgation. The members are
required to make effective and meaningful decisicegarding various aspects of the organization.s&he
include, management of financial, human and teemesources, implementation of administrativericéd,
technical functions, bringing about developmeninifrastructure, civic amenities and facilities, gesaof
technologies, materials, tools and equipment, itigiand development programs, recruitment and sefec
of employees and so forth. When the heads, dirgctoanagers and other individuals are making detssi
they need to ensure they are beneficial to the fwork. Normally, the individuals, who are in leagtdp
positions are vested with the authority of makingcidions, but in some cases, particularly when the
decisions are concerning the functioning of theanrgation, they are meant to organize discussiostings
and provide opportunities to other members as teeparticipate. Therefore, it can be stated thakinta
effective decisions are regarded as indispensattléonthe workforce planning, but also for the dtinning

of the entire organization.

Conclusion

Workforce planning is regarded as the methodicatgss for recognizing and addressing the gaps batwe
the workforce in the present existence and humsourees needs of tomorrow. It makes provision ef th
foundation for strategic human resource decisi®@usne of the important reasons to determine workforc
planning are, to determine the staff members reduat a new location, to deal with problems ofingtg a
skilled staff, manage the operative economising@anm and observe where the next generation of neasag
will come from. Workforce planning can render angigant contribution in leading to progressiontbé
organization. Thinking about future, corporate coh&nd integrating actions are the factors th&idre® be
taken into consideration, when analysing the nemdworkforce planning. A number of models and
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techniques are available in the organizations ty @t the task of workforce planning.

The major steps in the workforce planning processanalyse the current workforce, determiningftiiere
workforce needs, identifying the gap between thekfeoce and the future needs, implementing actions
address shortages, surpluses and skill mismatahesjtor and evaluate actions and understand the
organization and its environment. The workforcenplag approaches are, recruitment of candidates,
implementation of grievance redresser procedudesitification of future work and skills gap, iddiation

of potential retirements and losses in skills aagpabilities, development of alternatives, negaiizi
promoting effective communication, conflict resodm methods, formation of amiable working
environment, equal rights and opportunities and ingakeffective decisions. The members of the
organization are required to put into operations¢gh@pproaches on a continuous basis. They need to
generate awareness and augment their understaindiagns of factors that are necessary to carryttoeit
task of workforce planning in an efficient mann@inally, it can be stated that putting into opematithe
task of workforce planning will lead to promotiohwell-being and achievement of goals and objestive

a well-organized manner.
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IMPORTANCE OF RECRUITMENT AND SELECTION IN LEADING

TO PROGRESSION OF THE ORGANIZATION

Dr. Radhika Kapur

Abstract

The processes of recruitment and selection arededas indispensable in leading to effective gnowt
and progression of the organization. In order tpl@ment various types of organizational tasks and
activities in an appropriate manner, it is vitahtake sure right candidates are selected in tihe pigsitions
at the right time. Furthermore, the candidates negubssess the essential knowledge, competernuies a
abilities. In implementing these functions, there @arious factors that need to be taken into clemation.
These include, educational qualifications, compsgitan aptitude, personality traits, experience, job
requirements and so forth. The candidates arenajto go through various rounds of interviews end
some cases, may even have to undertake other nsetbol as, written tests, group discussions etordye
they are finally selected. When the candidatesealected, one of the important factors that nedmbttaken
into consideration is, they are able to carry beirtjob duties in accordance to the expectatidrisesr
employers. The main areas that have been takemadactmunt in this research paper are, charactexistic
recruitment and selection, recruitment and selagii@cess, sources of recruitment and principles of
recruitment and selection.
Keywords: Candidates, Efficiency, Management, OrganizatiagrRitment, Selection

Recruitment and selection constitutes the staflumgtion of management. It focuses on making
selection of the right candidate for the right jB&cruitment and selection continues as the staftinction
of management. Scientific selection ensures tgat rhan is selected for the right job. For the fation of
the team, it is necessary to create a team of tepefficient and loyal employees and proper aitenteeds
to be paid towards selection of employees in amgguate manner. When the employees are seletted, i
needs to ensure, they possess the essential ethatafualifications, competencies and aptitude eded
carry out one’s job duties efficiently. Job expade is also regarded as one of the indispensatiier$athat
enables the individuals to become well-equippe@ims of various aspects that are necessary tp catr
one’s job duties satisfactorily (Chapter — IV. Retnent and Selection Process, n.d.).

Recruitment and selection are termed as proce$ggsting the human resources into the organimatio
departments, sections and jobs. Recruitment igdedaas the art of discovering and procuring paént
applicants for actual and anticipated vacanciekiwthe organizations. In the process of recruitinen
locating, maintaining and contacting the sourcesushan resources are required to be of utmost
significance. The organizations are required toctedor prospective employees, stimulate their reats
and encourage them to apply for various job passti@Chapter — IV. Recruitment and Selection Prqcess
n.d.). Selection on the other hand, is referretthégporocesses involving screening of the candidatdshen
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appointing the one, who is most suitable for thesjdaking into consideration the needs and reongrgs
of the jobs. It is vital to conduct job analysidyem making selection of the candidates. Job arsalyifli help
in identifying, what qualifications and competerscgandidates need to possess to be recruited kutese

Characteristics of Recruitment and Selection

Effectual and meaningful recruitment and selectiohcies are regarded as appropriate measures that
can save the organization from undergoing situatgaurch as, unproductive tests and interviews due to
non-availability of right candidates in the poolagplicants, compromising on selection of good cdatds,
high attrition rate, low productivity and profitdiby and low levels of motivation among employe€kese
are the limitations that arise as a result of iststencies in the policies and measures. Therefdren tasks
and activities take place within the organizatiois vital to ensure that the members are well+avwd
methods and approaches that are required to carmyaoious tasks and activities appropriately. $hecess
of the organization is dependent to a major exeon the efficiency of human resources (Chapt&f — |
Recruitment and Selection Process, n.d.). The cteistics of recruitment and selection have beated
as follows: (Chapter — IV. Recruitment and Selec#vocess, n.d.).

1. The selections of the candidates need to be matie aentral place of the organization.

2. The whole process of selection and recruitmentd&e in accordance to educational
gualifications, competencies, aptitude and persiynadits of the candidates.

3. ltis vital to determine the number of employeeadrordance to the job requirements and goals
and objectives of the organization.

4. When the employees are recruited, the organizationld not give them any kind of assurance,
which may not be followed in future.

5. The higher positions must be filled in accordamcthe activity of promotions. When the
employees are performing their jobs well, it istagr that they will be given promotional
opportunities. Hence, availability of promotiongpmrtunities will help in recruitment and
selection of employees at higher level positions.

6. Itis vital to take into consideration various tsaisuch as, educational qualifications, skills,
capabilities, job experience, terms of servicearsas and reimbursements, and job duties.

7. Apart from factors such as, educational qualifmasi, competencies and abilities, there are other
factors also that need to be taken into considerasiuch as, age, residence, religion, personality
traits and communication skills. These factorsragarded as significant in the case of jobs in
various organizations.

8. The skills and abilities of the employees mustrbadcordance to the job requirements. It is
comprehensively understood that individuals wouyddla for jobs in accordance to their interests
and abilities, hence, they need to work towardgmgatation of their skills, so they can perform
their job duties in a well-organised manner.

9. Within the organization, it is vital to work towardhe opening of new posts. This would help the
human resources to acquire promotional opportumiterthermore, the other individuals also
would be able to apply for jobs. The members ofdtganization need to work in co-ordination
and integration with each other in opening of n@stg.
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10. Recruitment and selection policies need to bedad flexible. The individuals applying for jobs
are different from each other in terms of numbefiaofors, such as, educational qualifications,
skills, personality traits, behavioural traits, ®eeconomic background and so forth. Therefore, it
is vital to make sure that they are not discrimedadn the basis of these factors. Though it is
lawful to ensure that educational qualificationsg @ompetencies are suitable to the job
requirements.

Recruitment and Selection Process

The recruitment and selection process needs taiaikeonsideration various stages, which have been
stated as follows: (Recruitment and Selection, 2013

Stage 1- Job Vacancy

This is regarded as the first and foremost stappeyvihere are job vacancies within the organization
then the hiring authorities take into consideratiom aspects that are necessary to fill up vacankighe
case of occurrence of job vacancies, it is vitaldoduct an analysis of factors, due to which vaestake
place. The common factors are leaves and suspendiba leaves may take place due to various reasons
such as, personal problems, getting new employogrtunities, migrating to another city or courdnd
so forth. When the job vacancies exist the hirintparities make an attempt to implement certaireatgpto
facilitate the recruitment of well-qualified andpexienced candidates. There are cases, when thetiabt
candidates are recruited from within. In this mantieere can be a reduction in recruitment anceiisting
employees observe that there is a potential cpaglrwithin the organization.

Stage 2- Job Analysis

Job analysis is regarded as one of the indispem$adiiors, when recruitment and selection of
candidates takes place. It is vital to conductraaiyais of job needs and requirements. The jobyarsal
helps the employers to identify the potentials, petancies and capabilities that the employees dhoul
possess in order to carry out their job duties satésfactory manner. In various jobs, the indialduare not
meant to perform just one job duty but severaldabes. For instance, in higher educational instits,
heads and directors are required to perform vajjmusluties, such as, participating in the manageraed
administrative functions, formulating lesson plamganizing seminars and workshops, organizing
discussion meetings, giving lectures, and so féntlerganizations, managers and supervisors toohauag
to perform more than one job duty. Therefore, joalgsis helps in identifying not only the requirertseof
the job, but also the educational qualificatiomsnpetencies and aptitude that are necessary  @atrr
their job duties in a well-organized manner.

Stage 3- Attracting Candidates

In order to attract candidates in various job posg, the organizations need to put advertisements
newspapers and on the websites. In the advertigenbay need to clearly state in terms of the poid
what qualifications and skills are required on plagt of the candidates. In attracting candidatesntajor
factors that need to be taken into consideratieneducational qualifications, work experiencellskind
knowledge, physical attributes, communication slalhd personality traits. When the candidates &dke
advertisements, and feel that they are suitabléhtojobs, they apply. Organizations normally atcep
number of applications. The hiring authorities l@khe applications and then call the candidates f
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interview purposes. There are two forms of recraitini.e. internal and external recruitment. In&&rn
recruitment takes place from within the organization the other hand, external recruitment takasepl
through various sources, such as, websites, |evaspapers, trade journals, recruitment agencies,
consultants, employment fairs and seminars.

Stage 4 — Screening Candidates

The screening process is referred to the narrodavgn of the field. When the organizations receive
large number of applications, they need to scrieerapplications and make decisions in terms of the
candidates, who need to be called for intervievedme of the organizations, the interview is cotgldion
telephone as well. This will help in identifyinghieh candidates would be suitable. When the hiring
authorities communicate with the candidates overmpttone in order to call them for the intervieveyth
observe how they interact. Only suitable candidatescalled. In this manner, one can spend timie thé
candidate, while interviewing them. In some ca#les candidates are required to go through variousds
of interviews, before making the final selectionréening candidates is regarded as one of thepiewssable
stages and hiring authorities need to work asra.tea

Stage 5 — Interviewing Candidates

In interviewing candidates, there are certain etspiat need to be taken into consideration.dtedo
be ensured that they are given adequate dateraadttie address of the organization need to béylea
specified, upon arriving within the organizatiomey need to be aware, who to contact and they tocieel
well-aware in terms of documents that they woulddpto the interview. When the stage of interviegvin
candidates is to be implemented, it needs to ertkatglace or office, where interviews are conddct
comprise of adequate infrastructure, facilitieq) #rere should be proper sitting arrangement. én th
interviewing stage, the questions asked are oftypes, i.e. open ended and close ended. Open ended
guestions are the ones that require elaborate asswiereas, close ended questions are the onas$) wh
require one word answers, mostly yes or no. When #éne going for interviews, the candidates need to
ensure they are well-prepared and well-aware abuaraspects in terms of job duties.

Stage 6- Selecting and Appointing Candidates

It has been comprehensively understood that irderviare regarded as common methods of selecting
and appointing candidates. In some organizaticesides interviews, written tests and group disoussi
also take place. Normally, after the completiomdrviews and written tests and other methods, the
candidates are usually asked to wait for some timhéch can range from couple of days to one wedélkenT
the candidates, who are to be selected are c@llledtever selection method is to be used at theoktite
process, one must still make decisions in ternselgction and appointment of the candidates. Téxsstbn
needs to take place after all the candidates heee Imterviewed. If one candidate, who has been
interviewed first and is well-qualified and capafie the job, cannot be appointed unless all thelickates
have been interviewed. At the time of appointmtrdre are certain aspects that need to be taken int
consideration, these are, giving offer letter, maldcheck-up, if appropriate and giving of various
information in terms of work timings, salary andmbursements, job duties and so forth.

Stage 7- Induction and Training

Induction is referred to the process of receiving welcoming candidates, when they first join the
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organization. In addition, they are provided witformation, which require them to settle in theing.
When they join the organizations, they are requicego through training and development prograrh&sé
programs enable the human resources to augmenutiggrstanding in terms of various aspects. These
include, history of the organization, goals anceobyes, personnel, departments, job duties, itrfresire,
materials, technologies and equipment, and ovexaking environmental conditions. The main objeetiv
of induction and training is to generate informataamong the human resources in terms of the fatiiats
would enable them to carry out their job dutiea mell-organised manner and achieve the desireld god
objectives. It is vital for the trainers to augm#mir understanding and make use of technical and
innovative teaching and learning methods.

Stage 8- Employee Evaluation

Employee evaluation is regarded as one of thepedisable methods of improving performance of
employees. When the employees are working diligeartl conscientiously towards their job dutiess it
vital that they need to generate awareness in tefmmethods and approaches that are needed tamerfo
their job duties satisfactorily. Furthermore, ttadgo need to know how they are performing theisjob
Therefore, evaluation methods need to be put iparation by the employers in order to assess the jo
performance of the employees. The main objectivengbloyee evaluation is to identify the limitaticansd
put into operation the methods to bring about ireproents. In various organizations, the employegs ar
making use of various methods and approaches @uctemployee evaluation. The process of employee
evaluation can also state, whether the processesfitment and selection takes place in a wejanized
manner.

Sources of Recruitment

It is vital for the organization to generate inf@tmon in terms of sources of recruitment. Theretame
sources of recruitment, internal and external (@dvap IV. Recruitment and Selection Process, n.d.).

Internal Sources

Internal sources of recruitment consist of persgralieeady working in the organization. Most of the
organizations fill the job vacancies through proiorg and transfer of existing staff and it als@rsfto
filing open jobs with the current employees of tinganization. It is a process designed to credfiisumt
interest among the current employees to cause théonmally depict an interest in a given positidine
position applied for may represent a promotiomgfar or even demotion in the organization. Theomaj
sources of internal recruitment have been statéodllasvs: (Chapter — IV. Recruitment and Selection
Process, n.d.).

Present Employees The most common source of internal recruitmgiiiough existing employees of
the organization. The organization maintains tivemories of qualifications to make selection @& th
employees for suitable positions. The usual metiadeating a group of internal applications thrieyab
position. They evaluate job opportunities relatiweheir skills, experience, interests and carealsgy
Promotions and transfers from the present emplogreeexamples of internal sources of recruitment.

Employees Referralslt is also termed as one of the effective sosiafanternal recruitment.
Employees develops good prospects for their famdied friends by acquainting them with the advasgag
of a job with the preparation of letters and natioéintroduction and encouraging the individualspply.
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This source is regarded as effectual because maalifigd individuals have been recruited at lowtcés
major limitation of employee’s referrals is thae tteferred individuals are likely to be similartype to
those, who are already employed in the organization

Former Employees Former employees are another internal sourcecofiitment. Some of the retired
employees may be willing to come back to work grag time basis or recommend someone, who would be
interested in working within the organization. bnge cases, the individuals have left the orgarindtr
various reasons and others depict interest andigiatm towards the performance of job duties. An
advantage of this source is that the employersvateaware of their performance and recruit thenemwh
they feel they possess the essential skills arldiedi

Merits of Internal Sources

The merits of internal sources have been statéollas/s: (Chapter — IV. Recruitment and Selection
Process, n.d.).

1. The employees remain pleasurable, contented amdlmnmorale.

2. It creates a sense of security among employeesn\ieg continue to remain employed within
the same organization, they do not have to be e¢oadeegarding looking for employment
opportunities outside and feel safe and secure.

3. Employees are well-aware that they stand the oppibytof promotion to higher positions. This
induces them to work harder so as to prove to #féective growth and development.

4. Internal recruitment ensures continuity of emploptrend organizational stability. The human
resources are well-aware of all the aspects obthanization. Hence, they do not have to be
concerned in terms of enhancing knowledge in teyhigstory, departments and personnel.

5. Prospects of transfer to new posts inspire empoy@augment their knowledge on continuous
basis. In this manner, they are able to acquirersmpce as well, which promotes their
development. Therefore, working towards honingrthkeowledge is regarded as one of the
essential aspects in leading to progression.

6. Filling of the vacancies from internal source etetl to be quite economical and convenient. The
organization does not have to spend any time oaridements, tests, and interviews. The
reason being, the employers are well-aware ofsskibmpetencies and aptitude of the employees.
There is not any need for orientation of the emgésyfor preparing them for the new job.

Demerits of Internal Sources
The demerits of internal sources have been statéallaws: (Chapter — IV. Recruitment and
Selection Process, n.d.).

1. The present employees may not be completely gedldnd possess the essential skills and
abilities that are required for the new job. Thguieed talent may not be available among the
present staff. Hence, due to this limitation, thgpyees may not be able to carry out their job
duties in accordance to the organizational goatdsadnjectives.

2. All vacancies cannot be filled through the intersalirces. The enterprise has to depend upon the
outside sources for employment opportunities attitey level. Therefore, they need to be aware
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that recruitment of new employees will enable tigividuals to carry out their job duties in a
well-organized manner.

3. Internal candidates acquire familiarity with theriag patterns, methods and approaches that
are necessary to carry out the tasks in a wellrozgd manner. But they may lack originality and
fresh outlook. Therefore, internal recruitment ilves refinement of ideas and viewpoints.

4. The method of internal recruitment narrows the ch@nd does not make provision of
opportunities to the outsiders to apply for jolstHis manner, other individuals are unable to
make use of their skills and abilities in contribgteffectively towards well-being of the
organizations and communities.

External Sources

The major external sources have been stated asviol(Chapter — IV. Recruitment and Selection
Process, n.d.).

Advertising— Advertising on the websites, newspapers andgsiis regarded as one of the most
popular sources of recruitment from outside. Htated to be convenient and economical method. In
advertisements, detailed information is provideghrding the jobs. Furthermore, the organizatioss al
state phone number and email address. In this maheecandidates, who feel interested in applyang
jobs, may email their resume or find answers taousrquestions, they may have. Through advertising
regarding the jobs, they receive information imterof location of the enterprise and how to apphjdbs.
In some cases, the advertisements also specifiysala

Educational Institutions- Universities, colleges and other institution$igiher education are
regarded as popular sources of recruitment forviddals, belonging to various fields, such as, regring,
education, health care and medical, technologyagament, administration, and so forth. In education
institutions, there are organization of job faiich make provision of knowledge to the individual
terms of employment opportunities. Placement bugeae run by educational institutions to assisiestis
in finding employment opportunities related to tHesld.

Personnel Consultants A consulting organization is regarded as theigfized agency. It helps the
client organizations in recruitment of personnetdrves as an intermediary between the organizatd
job seekers. On a requisition form, the client oigation advertises the vacancies and recruitscgys.
The applications may be passed to the client orgéion and conduct tests and interviews of the ickabels.
It charges fee from the client organization. Thuarse is generally used for the recruitment of ekges.

Jobbers and Contractors These are the sources of recruitment for th&illed and manual labour.
These individuals have close connections with tivaim and rural communities.

Employment ExchangesPublic employment exchanges are regarded agtamtsources for the
recruitment of personnel. Job seekers register tiaenes with these exchanges. Employers repojokhe
vacancies to these exchanges that pass on the oasw@table candidates to the employers.

Leasing— This method is often used by public sectorsmmgdions. Under it personnel from civil
services, defence services and private sectomapéoged for specific periods due to the shortage of
managerial personnel.

Unsolicited Applicants- Due to the problem of unemployment within thartoy, business concerns
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receive a large number of unsolicited candidatélseatnain gate or through mail. Such job seekenrsimea
considered for causal vacancies or for the prejoaraf the waiting list for future use.

Relatives and Friends In the present existence, acquisition of emplayhopportunities is not
regarded as an easy job. Individuals, who are adlleated experience problems in looking for empkaym
opportunities. Therefore, individuals in higherdépositions may recruit their relatives and frigrdo,
provided when they possess the required educatipradifications, competencies and aptitude.

Technology and Internet Technology and internet are regarded as indsgi#e aspects in looking
for various types of employment opportunities. Thylo internet, the applicants are able to augmesit th
understanding in terms of jobs related to varieeisi$ and apply for them. Therefore, in this maraer
connection is establish between the organizatiodscandidates.

Career Counselling- The career counsellors are professionals, wiie specialised in making
provision of information to the individuals, whoedooking for employment opportunities and augnrenti
their career prospects. These individuals are kedgdable and competent in providing career coungell
to the individuals, who are looking for employmepportunities. They also make provision of inforioat
to them regarding the companies and employmentrayomities related to their field.

Merits of External Sources

The merits of external sources have been stattallaws: (Chapter — IV. Recruitment and Selection
Process, n.d.).

1. One of the important merits of external sourcesleorganization can make selection of the
personnel from among large number of applicants.

2. The candidates recruited from the external sourdeg originality and fresh viewpoint.
They are free from the in-built preferences angugliees.

3. Experience is regarded as one of the importantcésieat help in retaining candidates. It is
comprehensively understood that when the indivislwall be experienced, they will be able
to carry out their job duties in a well-organizedmner.

Demerits of External Sources
The demerits of external sources have been statéallaws: (Chapter — IV.
Recruitment and Selection Process, n.d.).

1. Some of the candidates that have been selectedeixternal sources may not be successful in
adjusting themselves to the new environmental ¢mmdi. Due to this aspect, they may feel
frustrated within the working environment and may depict interest and enthusiasm towards
the performance of job duties.

2. The organizations are required to spend adequatersrof time and money on advertising, tests
and interviews in making selection of the candigabe this manner, external sources of
recruitment are stated to be expensive.

3. The individuals, who are currently employed may fiesecure regarding their jobs. They form
the viewpoint that due to recruitment of new pergnthey may not feel recognized within the
working environment.
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4. The present employees may form the viewpoint th@itanagement may not pay attention
towards their tasks and they would also encourdaidss in the acquisition of promotional
opportunities. Therefore, in this manner, presemtleyees may develop frustration and lack of
interest.

Principles of Recruitment and Selection
The success of the organization is dependent tajarraxtent upon whether selection
of human resources has been made in an appropréateer. In the appropriate selection of human

resources, it is vital to make sure that they ate & carry out their job duties in accordancéh®job
requirements. The human resources of the orgaoizaged to be well-equipped in the implementation o
managerial functions of planning, organizing, direg, staffing, co-ordinating, controlling and |eagl
Furthermore, they need to augment their knowledgmpetencies and aptitude in terms of making use of
advanced techniques in the implementation of taskisfunctions. The human resources are also rebtare
formulate measures and programs that are necessdhe effective functioning of the organization.
Therefore, it can be stated that human resouracas toebe well-equipped and proficient in leadingverall
functioning of the organization. The principlesre€ruitment and selection have been stated assilo
(Chapter — IV. Recruitment and Selection Process).n

Clear Policy of Recruitment The policy of recruitment must be definite afehe, so that it may be
manageable to put into operation the same. The aigéttive of the policy is to structure the methaahd
procedures, necessary in the processes of recniiane selection of human resources. Furthermbee, t
individuals are assigned certain duties and resbpidities related to the processes of recruitmert a
selection. It needs to be ensured that all thessied processes are carried out in a methodicat@nan
(Kelleher, 2017).

Observation of Rules and PolicieBefore formulation of the policies of recruitmemd selection, it
is vital for the organization to generate awaremes$srms of government rules, regulations and laviese
need to be carefully understood by the membenseobtganization, before, they are implementing
recruitment and selection of human resources. Hencan be stated that observation of rules aridipe
will facilitate the implementation of tasks and étions in a well-organised manner.

Recruitment Policy in accordance to the Organizatiol he recruitment policies have to be in
accordance to the goals and objectives of the argaon. It is comprehensively understood that wiien
hiring authorities are recruiting and selecting hnmesources, they need to ensure they possesssibetial
knowledge, competencies and abilities that areetténl the effectual performance of job duties.
Furthermore, the policies need to be formulatea inanner, which may help in the recruitment and
selection of candidates, which may render a sicgnifi contribution in the achievement of organizzio
goals.

Flexibility — Flexibility is an important factor, which helpsbringing about changes. For instance,
when recruitment and selection of individuals tafkese for technical and clerical positions, iegsential
that they would need to possess computer skillskapd/ledge in terms of usage of other technologiash
as, printers, scanners, photocopiers etc. But \ilhene are implementation of training programs waittie
organization, which provide them training in teraisarious computer skills, then the recruitmerd an
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selection of individuals is based on possessidrasic technical skills. Furthermore, their skilde
honed by getting enrolled in training and develophprograms that have been initiated by the
organizations.

Impartiality — The recruitment policy must be such that faiect#on of the candidates must be assured.
The candidates, who apply for jobs are differemtrfreach other on the basis of number of factores&h
include, caste, creed, race, religion, ethnicigndgr, age, educational qualifications, attitubbesavioural
traits, and socio-economic background. When théidates are to be recruited and selected, it is
appropriate to conduct the analysis of factorsctvimay enable them to carry out their job duties
satisfactorily. These include, educational quadificns, skills, aptitude and personality traits. t@e other
hand, it is unlawful to discriminate on the badi$agtors, such as, caste, creed, race, religiendgr, age,
ethnicity and socio-economic background.

Recruitment by CommitteeThe right to recruit the human resources nedxtassigned to the
committee of capable, experienced, efficient, difigand conscientious officers of the organizafidre
entire work of the process of recruitment and selaavould be carried out by the committee andlnyot
any individual officer. The right of recruitmentassigned to the committee in order to ensuresédaction
of the individuals is made.

Opportunity of Development to the Employed&/hen the individuals look for employment
opportunities in organizations, they have the prinabjectives of making efficient use of their edtional
gualifications and competencies, sustaining thaimdg conditions in a better way, augmenting ttogireer
prospects and achieving organizational goals. Tingl@/ees will be able to achieve these goals and
objectives, when they are provided with the opputies by the organization to depict as well asrnaeigt
their skills and abilities. Therefore, it can batet, it is one of the indispensable principlesegfuitment
and selection to provide opportunities of developthie the employees.

Job Security- Job security is regarded as an essential asp#et individuals at all levels. When the
human resources get recruited and selected whkitganizations, they not only are required tavaery
their knowledge and skills in order to implemersithob duties satisfactorily, but they also nee@nsure
that their job is secure. In order to promote jebwsity, there are certain aspects that need takss into
consideration, these are, performing one’s jobedutificiently, maintaining good terms and relasiops
with other members, augmenting communication, d@tisiaking and time management skills, maintaining
regular attendance, and making use of technologiatgrials, and other resources in an efficientmaart
is vital for all members of the organization atlallels to generate information in terms of factorenhance
job security.

Promoting Consistency Promoting consistency in the recruitment andctidn processes will help
the individuals in implementing their job dutiesairwell-organized manner. They are able to ensuate t
they make selection of right individuals in thehtigpositions at the right time. The consistencygple
states that once one adopts an accounting principteethod, they need to continue to follow it detently
in future. Only the changes taking place in theggle or method if the new version in some wayrioves
reported financial results. If such changes ateetonplemented, then the members of the organizaged
to make sure, consistency is promoted (The ComsigtErinciple, 2019).
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Modernization of Production and Service3he modernization of production and servicasisonly
organizational and technical in nature, but al$iesen the development of human resources andskidlis
and aptitudes. Human resource management andigane regarded as crucial for the modernizaticthef
processes of recruitment and selection. In theeptesxistence, with the advent of modernization and
globalization, the individuals are making use aéstific and innovative methods in the processes of
recruitment and selection. Therefore, it can bedtanodernization of production and services gareéed
as an important principle of recruitment and s&&c(Human Resources Management and Training, 2013)

Conclusion

Recruitment and selection are regarded as essasfiatts in functioning of the

organization. The organization needs to ensuhd nglividuals are selected in the right positiahshe
right time. Furthermore, it needs to be ensuretlttiey possess the essential educational quaiditst
competencies and abilities to carry out their jabeas in a well-organised manner. Whereas, in éhection
processes, the individuals are required to go tiivaxarious stages, which may enable them to make
selection of suitable employees. The recruitmedts@iection processes needs to take into consiolerat
various stages, these are, job vacancy, job asabitracting candidates, screening candidatesyietving
candidates, selecting and appointing candidatdsction and training and employee evaluation. & th
implementation of these stages, it is vital for thembers of the organization to generate awareng¢esms
of various factors that may enable them to carmytloe tasks of recruitment and selection in an eyppate
manner.

The sources of recruitment are of two types, irgteamd external. In internal sources, recruitment
consist of personnel, already employed within tlganization. Whereas, external sources are, when
recruitment of individuals takes place from outsitleunderstanding the principles of recruitmerd an
selection, the main factors that need to be taknaccount are, clear policy of recruitment, obaton of
rules and policies, recruitment policy in accordatwthe organization, flexibility, impartialityecruitment
by committee, opportunity of development to the kyge, job security, promoting consistency and
modernization of production and services. Wherrdoeuitment and selection of human resources takes
place, it is vital to ensure that they are well-eevaf pioneering methods that are used in the mtomiu
processes in terms of products and services. $luge of the major reasons that experienced ingigdare
preferred. The processes of recruitment and setetdkes place throughout the functioning of the
organization and members of the organization neearry them out efficiently.
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ABSTRACT

Due to innovative advancement, Smart phones desdlago in fact and practically refined gadgetdezhl
mobile phones. Giving far reaching abilities, Snalnbnes are getting progressively well known fa th
focused on clients as well as all. Malware has beaesignificant issue on cell phones. General
countermeasures to Smart phone malwares are anpnesstricted to signature-based enemy of infactio
scanners which proficiently identify known malwargst they have genuine inadequacies with new and
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obscure malwares making a lucky opening for ass@ilaAs Smart phones become a host for delicate
information and applications, broadened malwaregaition instruments not basing on marks are ingwrt
come-utilizing with the asset limitations of curresdll phones. In this work, we tackle the fieldcefl phone
malware. We give a reasonable clarification on vehaéll phone really is. Dynamic and static ingzsion
was utilized in the proposed framework. In thedief dynamic investigation, an observing framewisrk
presented assembling conduct and framework bagadtltiet are handled by a distant framework utiizin
Al for oddity discovery. In the field of static iagtigation, we examine its pertinence to the spae@rious
cell phone stages, in particular Symbian OS andréidd This paper adopted the object oriented amalys
and design method (OOADM), and utilizations the waydeal with model true cycles, activities and
information in an all the more deftly, productivelgd sensibly way.

Keywords: Malware intrusion detection, Smartphones, Dynaamd Static analysis.

1.0 INTRODUCTION

Android has become the most mainstream open sawndeng framework for cell phones and tablets veith
expected piece of the overall industry of 70% t&8QCanalys 2013]. A shipment of one billion Andtoi
gadgets has been gauge in 2017; more than 50nbdjpplications have been downloaded since the rst
Android telephone was delivered in 2008. The nomumhber of utilizations per gadget expanded fronio32
41 and the extent of time spent by clients onedine applications nearly approaches the time spetite
Web (73% versus 81%) [Nielsen 2012].

Android is an open source working framework foll pdlones and tablets. It was dispatched by Goagle a
Open Handset Alliance in September 23, 2008. Anldnais experience a huge development since itsorigi
due to its ease of use, open source, simplicitgredting and distributing applications. Android ha&some
the most broadly utilized working framework on Stpapnes with an expected piece of the overall itrvglus
of 81% in 2015 [1]. As indicated by report arour8R4million cell phones were sold with Google's Amidr
OS making up 81.7% of the market followed by Appl®S with 17.9% of the general piece of the pie [2
The fast development of cell phone advancementdhamidfar reaching client acknowledgment cametedl
while with an expansion in the number and refinenoémalignant delicate product focusing on maiesin
stages. Malware (short for noxious programmingatae for early cell phones, for example, Palm stagel
highlighted cell phones was identi ed preceding 200he presence of malware speci cally produced for
them (generally Symbian OS) developed exponentiaitli the expansion of cell phones with in exceks o
400 cases somewhere in the range of 2004 and ZW@hpam 2008], [Shih et al. 2008]. The iPhone and
Android OS were delivered later on and turned oude quickly the transcendent stages. This offasegnd

to a disturbing acceleration in the number and adement of vindictive programming focusing on these
stages, especially Android OS. Over 250.000 Andctiehts have been survivor of an extraordinantaiue
assault when they downloaded pernicious programmangouflaged as genuine imate applications from the
Android Market in 2011 ([Lookout 2011], p. 4). Aempthe portable danger report distributed by Junipe
Networks in 2012, the quantity of novel malwareiatons for Android OS has expanded by 3325.5%mduri
2011 [Juniper 2012a]. A comparative
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report by F-Secure uncovers that the quantity dicitive Android OS applications got during thet ciarter
of 2012 expanded from 139 to 3063 contrasted wghrst quarter of 2011 [F-Secure 2012] and it aa@wv
speaks to 97% of the absolute portable malwareréefie finish of 2012 as per McAfee [McAfee 2014].
few strategies have been proposed and actualizezttmnize, forestall and diminish malware assawits
Android telephones. Procedures utilized for recoiggi Android malware can be grouped into Static,
dynamic, mixture and Al methods. Static investigatdoesn't execute an application yet staticalyere
application and dismantling their code. Static stigation includes checking different boundari&s Imark
confirmation, network addresses, API calls, autadibn examination and so forth. Dynamic investayat
which includes identification of malware at run-énscreens application powerfully during their exam.
During dynamic examination, a few highlights likerhework calls, API following, of an applicationear
removed to see whether that application is amiablaalevolent.

2.0 THEORETICAL BACKGROUND

Android is an open-source operating system for iaophones, tablets etc. It was built based on Linux
kernel, developed by Google and released on Sepiedd) 2008 [3]. Android offers a friendly develogmt
environment through a variety of tools such as AmlSoftware Development Kit (SDK), Android Native
Development Kit (NDK), Android Debug Bridge (ADBAndroid Developer Tools (Eclipse). Google
PlayStore is the official distribution center fondroid Apps which are developed by Google or tipadties.

It allows Android users to browse, install, and afgdthe apps.

2.1 MALWARE DETECTION APPROACHES AND COUN-TER MEASU RES

Countermeasures, which help to secure a systenhecasually taken by installing certain hard- ditwsare.
Three main systems for computers can be identifiegkvalls, antivirus software and intrusion deieot
systems

Firewalls are purported "white list” - based franoeks, which implies that there is an uncommon ruvdo

of rules expressly permitting certain ports to &peéh inward or outside peersl3. On the off chatie
noxious programming can take on the appearancel@vied programming utilizing a confided in pom, a
essential firewall will permit all correspondenceseecises [4]. Antivirus scanners use "boycotts"asoto
distinguish certain dangers remembered for the dityAn infection scanner can impede infectionsrms

and Trojan ponies with continuous checking or maexamining. Malware is recognized by filtering for
and finding a specific string or example, additibh&alled signature. There-front, the malware mhbst
known by the scanner. Infection scanners typicaborporate a particular cleansing schedules rejatio

the recognized marks [5]. Interruption Detectionst8ys (IDS) once were frameworks that observed
organization traffic. Logged traffic was utilizeg bhetwork directors so as to identify irregular doat [6].
Countermeasures like shutting ports or bolting fraiorks could be taken by the overseers. IDS advhnce
into interruption anticipation frameworks (IPS) whican recognize certain irregular practices ahe ta
preventive measures naturally. Base on anomaloastipes, interruption discovery and avoidance
frameworks (IDPS) are fundamentally ready to recogmalware movement while they do not have the
expulsion schedules known from infection scannbriection scanners and Intrusion Detection Systems
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present the premise of our methodologies. Whiksnalls center on confining organization trafficieiction
scanners and Intrusion Detection

Systems attempt to identify vindictive programmarygl exercises utilizing static and dynamic exanomat
2.1.2 STATIC ANALYSIS AND DYNAMIC ANALYSIS

Infection scanners and Intrusion Detection Systetiempt to distinguish noxious programming and
exercises utilizing static and dynamic examinati®he significant distinction among static and dyimam
analysis is the way the information is procurediategies that are utilized to analyze the checked
information can be the equivalent for the two medthogies.

Static Analysis Static analysis speaks to a metloggoof checking source code or ordered code o§ use
before it gets executed. Static examination calizetbasic example search activity or marginallyreno
mind boggling Al approaches so as to identify blmes and powerless nesses in the code of programmin
A basic inquiry may target finding in-secure capabrings in C programs. A more mind boggling a@mio
may be the use of factual techniques so as to elesidnts of specific calls.

Dynamic analysis examines the conduct of the apfiin in a run time condition and screens the
application's dynamic conduct and framework reastiolt executes the dubious application inside a
controlled domain regularly called sandbox. Theaigit highlights observed are network associations,
work calls, assets utilization, framework calls aadon.

The significant distinction among static and dynaranalysis is that dynamic examination alludes to
information obtained on runtime while static an&ysoesn't. Static examination can exclusively depen
information removed from pairs in a static way.a8tgies being applied to the obtained information f
distinguishing malware can essentially be the exjaiv to for the two variations [7].

2.2 REVIEW OF RELATED LITERATURE

At the present time, survey a part of the pastrtegles used by investigators for recognizing malisi
applications. Various strategies have been useédtmguish malicious applications and they carbpand
large amassed into static, dynamic and peculidrityed methodology. Underneath, we give a succinct
review of exploration thinks about that have beeordinated using static and dynamic examination.
According to [8], present a standard based framkeworas to demonstrate pernicious capability of rard
applications. Hence, they gathered the top311 equpdins from android market and checked them fents/

of certain authorization set in an arrangement dant of each. This

Check demonstrated that five of these applicatiemecuted perilous functionalities. Another five
additionally indicated perilous authorizations heeethese could be contended through gave usefubfes
those applications.

In [9], study introduced a cell phone double safgdunsurance system that permits official andtalec
Android Markets to identify malignant applicatioamong those new applications that are submitted for
open delivery. This structure comprises of workersning on mists where engineers who wish to delive
their new applications can transfer their produmt ¢heck reason. The confirmation worker first uses

174
ISSN 2076-9202



International Journal of Information, Business dahagement, Vol. 14, No.1, 2022

framework call measurements to recognize expectadbus applications. After check, on the off chance
that the product is perfect, the application wiltlgat point be delivered to the significant busseectors.
The test results utilizing 120 test application$i@h comprise of 50 malware and 70 typical appiores)
demonstrate that we can accomplish 94.2% and 98x28#ttness with J.48 and Random woodland classifier
separately utilizing this structure.

As indicated by [10], proposed another system toage examine cell phone application movement. They
found that observing framework calls is one of thest precise procedures for deciding the conduct of
Android applications. The creator built up a ligktght customer called Crowdroid. This applicatiditizes
publicly supporting way of thinking where a cliesends non individual however conduct related
information of every application they use to therkes. This is trailed by malware recognition depemidon

the call vectors by the worker. The exploratorycoutes did by the writer had 100% identificatiorertdr
self-composed malware.

In [11], express that implanted gadgets, as maqtiilenes, shrewd cards or installed network sensers a
generally compact, convey remote and are battemyraited or if nothing else vitality restricted. &lplan of
security for implanted frameworks contrasts frorstomary security plan, as various attributes cafobed

for every sort. There are two principle gatherimsjualities that separate the security engineefiom
Embedded System from that of workstations and wesrkasset impediments and physical openness. iin the
work, Hwang et al. guarantee that inserted secwatyt be comprehended at single security deliloerat
layer and subsequently present safety effortsifoethection layers.

In [12], introduced TaintDroid, a productive, frawak wide data stream following apparatus that an
the while track different wellsprings of delicatéarmation. We additionally utilized our TaintDroigsage

to consider the conduct of 30 famous outsider appbns, picked indiscriminately from the Android
Marketplace. Our investigation uncovered that 66%he applications in our examination display dulsio
treatment of touchy information, and that 15 of ®@ applications revealed clients' areas to far off
promoting workers.

In [13], a basic, but then profoundly compellinggedure for identifying malevolent Android applioaits

on an archive level was proposed. The procedur®npes programmed classi cation dependent on global
positioning framework calls while applications ae@ecuted in a sandbox domain. The method was
actualized in an apparatus called MALINE, and pened broad experimental assessment on a set-up of
around 12,000 applications.

According to [14], proposed a proactive plan totspero-day Android Malware without depending on
malware tests and their marks to spot potentialirsigchazards presented by untrusted applicatidhsy
created Risk Ranker, a robotized framework thalabbadissect applications whether they displayilpes
practices. They performed static investigation be figured out Dalvik bytecode contained in each
application by separating the information streard aontrol stream from the code way. They gathered
118,318 applications from different Android adves8 and handled it inside four days. From their
examination they revealed 3281 hazardous applitsitio

In [15], utilized both static and dynamic examipatito distinguish malware in android applicationbey
consolidated the static investigation (consent) dyiamic examination (System call following) witH. A
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They performed static examination by separatinp@izations from the Android's manifest.xml docurtnen
and contemplated the distinction between the quamti consents mentioned by kind and noxious
applications. They understood that the quantitycohsents mentioned by favorable and pernicious
application is marginally the equivalent. This &gy was tried on different amiable and noxious
applications.

In [16], Kirin security administration which perfos lightweight affirmation of utilizations was praged

for Android to alleviate malware at introduce tink@rin proclaims that a mix of consents could bskyi
Kirin comprises of three parts, installer, secudatiministration and information base of securityesuThe
installer separates security arrangement from thgréidManifest.xml document. Their outcome showvet th
affirmation method fizzles for just 1.6% of usestheir dataset subsequently Kirin can be sensibte f
essentially moderate malware.

According to [17], proposed DREBIN, a lightweightagegy for recognition of Android malware that
empowers recognizing noxious applications legitehaon the cell phone. DREBIN plays out a wideistat
examination, removes a lot of highlights from tipplécation's AndroidManifest.xml (equipment segnsent
mentioned authorizations, App segments, and segghnalans) and dismantled code (limited API calls,
utilized consents, confined API calls, network a&ddes) to create a joint vector space. At the puiren
tried with 123,453 considerate applications an®® Bmalware tests, DREBIN effectively identified 940
the malware with a bogus positive pace of 1%.

According to [18], extricates six sorts of datarRission, Intent channel, Intent channel, Processena
Intent channel, number of re-imagined consent figmw records and uses them to identify Android
malware. Results show that the strategy can idemwtifscure malware tests that are imperceptible by a
straightforward mark based methodology. This methmgl is modest to execute in light of the factttha
solitary the show record is examined.

In [19], introduced a quick, versatile, and exa@nfework for Android malware location and family
distinguishing proof dependent on lightweight stativestigation. DroidSieve utilizes profound revief
Android malware to assemble successful and stragtgights reasonable for computational learningeifh
discoveries show that static examination for Androan succeed in any event, when gone up agaitist wi
obscurity methods, for example, reflection, endypeind progressively stacked local code. Whileetsal
changes in attributes of malware stay a generglgnadassue, DroidSieve stays tough against cuttdyg e
obscurity methods which can be utilized to rapidiyermine new and grammatically extraordinary medwa
variations.

According to [20], presents an authorization ba&adroid malware recognition framework, APK Auditor
that utilizes static investigation to describe amder Android applications as benevolent or malenbl
APK Auditor comprises of three parts: A mark da&t ® store removed data about applications and
examination results, an Android customer whichtized by endusers to give application investigati
demands, and a focal worker answerable for speakitly both mark information base and cell phone
customer. 8762 applications were utilized to testiework execution. Result shows that APK Auditan ¢
recognize most notable malwares and features the with a potential in roughly 88% exactness with a
0.925 speci city.
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3.0 ANALYSIS OF THE PROPOSED SYSTEM
The proposed framework is an application that sadgekes in demand for an Android OS. We propose an
Android malware discovery framework that recognizesalevolent applications precisely. The proposed
application is utilized by Android telephone clighainalysts and the general Smartphone clientskiFig
about the impediment of the current framework, gheposed framework looks to address a portion ef th
innate issues recognized by viably filtering apgicns and distinguishing noxious applications. The
proposed framework plays out the accompanying meverto examine and identify malware in Android
Apps.

Get the list of already installed applications.

Extract the source_dir of the application

Upload the source_dir on VirusTotal database

Receive response from VirusTotal database

Interpret the result to user/researcher

Present result to user

Apart from the ability of the system to scan apgdiion, it also educate the end user on necessauwyise

tips to keep their device and file safe.

3.1 DESIGN OF THE PROPOSED SYSTEM

The proposed system'’s design is described witlidlf@ving operations:
Application Listing: system fetches all the applicas installed on the device and display thetbst
the user to scan.
Install-Time Scanning: System provide the functldpdo scan an application that is being installed
automatically at install time. This module listetas messages broadcasted by Android by default
signaling an installation. When this module receie message indicating the addition of a new
application to the system, it notifies the usesdan the application before use.
Static Analysis: System scrutinize the applicatiorbe scanned and extracts the source-dir of the
application.
Real-Time Scanning: After extracting the source_dfira given application, System sends it to
VirusTotal's aggregated data which comprises h#@arisngines, known-bad signatures, metadata
extraction, identification of malicious signalsg.et

Instruction Module: Based on previous work, it vessertained that majority of Smartphone users
do not know the necessary security precautiongdaae the widespread of malware. This module
adds the functionality of educating user about gkemission system, importance of checking the
user review section and need to download applieaticom official android market.

Display of Result: This module implement a feattivat is not seen in previous work. After a user
scan an application, System generates a resulctimains, the nature of the application — benign o
malicious, the family of the malware, the damageight cause to the device/files and an option to
uninstall the app.

Implementation Architecture of System
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4.0 WALWARE DETECTION TECHNIQUES

Techniques utilized for identifying malware can tlassified comprehensively into two classifications
abnormality based recognition and mark based desgo\An inconsistency based identification strategy
utilizes its information on what comprises ordinagnduct to choose the noxiousness of a prograrerund
examination. A unigque sort of inconsistency bassdavery is alluded to as determination based netog.
Determination based procedures influence someldataiule set of what is substantial conduct saaas
choose the perniciousness of a program under ige¢isin. Projects abusing the determination arevete

as bizarre and typically, malignant. Mark basedatmmn utilizes its portrayal of what is known to be
malignant to choose the noxiousness of a suppootivgram under assessment. As one may envision this
portrayal or mark of the malevolent conduct is Wy in to a mark based discovery technique's adggua
Every one of the recognition procedures can utiline of three unique methodologies: static, dynaoric
mixture. The particular methodology or examinatairan abnormality based or signature-based proeedur
is controlled by how the strategy assembles datdemwtify malware. Static investigation utilizesagrmar

or auxiliary properties of the program (static)/s@@ (dynamic) under examination (PUI) to decide it
perniciousness. For instance, a static way to déal signature-based identification would just umssesic
data (for example succession of bytes) to decidentxiousness, though a powerful methodology v&é u
runtime data (for example frameworks seen on théme pile) of the PUI. When all is said in donestatic
methodology endeavors to distinguish malware betweprogram under assessment executes. Alterpately
powerful methodology endeavors to distinguish nogicconduct during program execution or after
supportive of gram execution.

4.1 SYSTEM ARCHITECTURE

The system will be designed based on a typicaéiBsystem architecture. The presentation tierpituzlle

tier and the data tier. The presentation tier shilgprogramming that provides the graphical ustariace
(GUI) and application-specific entry forms or irgetive windows. The middle tier is tier that penisr the
runs the code which acts as an intermediary betvileerpresentation and data tier. The data tiehas t
repository for date needed to be presented togée u

Server

XML

A

Java code |« Virus Total API

Figure 4.1:  Architecture of the proposed system

4.2 IMPLEMENTATION ARCHITECTURE
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The proposed system is a lightweight and flexilylsteam that scans applications to detect maliciasec
The architecture of the system is based on fiveutesd the module of retrieving application, the mledf
analysis, the module of interpretation of resulis module of presentation of results and the nedil
preferences. Figure 4.1 shows the logical vievwhefdrchitecture for implementing the system.

Install-time scannin

\_

Module of extracting applicatio

U

y

Module of analysi

Data Store
Virus
Total API

A

Pacﬁa%g ]l'nfo

Module of interpretation of resu

Package info
RPpPL

(

Module of presentation of rest

Package info

A 4

Module of preferenct

App3

A

Packaée info

Figure 4.2:  Implementation Architecture

5.0 RESULTS AND DISCUSSION

Android malware growth has been increasing drastiedong with increasing the diversity and comjtiic

of their developing techniques. This research wandwides an effective and efficient technique téede
malicious code in Android Application. We have bexbie to design and develop an application that can
scan already installed Android applications and Igewstalled applications to detect whether theg ar
Benign or Malware. The system was developed usindréid Studio, Android SDK written with Java and
XML. The Object Oriented Analysis and Design Metblodly (OOADM) were used for the analysis, design
and development of the system using Unified Modgllianguage (UML) to model the system.
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5.1 CONCLUSION

Mobile devices mostly running Android OS have beedire new personal computer, storing as much data
as a PC but providing greater exibility and portdal. Smart devices equipped with powerful compagti
sensing, and networking capabilities have increggilnecome the platform of choice for many users,
outselling the number of PCs worldwide. Online hagk commerce, and other business applications put
daily business and financial transactions at uisgyeftips. Users are at every turn stipulated terdoad
applications for further increasing the value adittrmobile devices. As mobile devices grow in papity,

so do the incentives for attackers. Mobile malwiarelearly on the rise, as attackers experimert wew
business models by targeting mobile phones. Thisease is in some cases accompanied by sophidticate
techniques purposely designed to overcome seangtyitectures and detection mechanisms.

This research work studies various methods andappes that have addressed Android Malware, dekigne
analyzed and developed an efficient and effectieelmanism to detect Android malware.
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Abstract
Organizational citizenship behavior is an impatrt@ctor for every organization. It shows how much

an employee is satisfied and how his voluntary cadment to employees. Thriving as an independent
variable, Intrinsic motivation and work engagemasitmediator and Organizational citizenship behaasor
dependent variable has been used. Both variablgsmiediate the relationship. The participants lofst
study were 153 job holders working in different ustties in Pakistan. The simple random sampling
technique was used. The Hayes'’s Process modehbasd partial mediation. Further, Confirmatory act
analysis has been conducted. The results of therfanalysis study also supported the proposedthgges
of the study. The intrinsic motivation helps toatee OCB. If employees thrive only at the workplaloet
they are not motivated then their Organizationgenship behavior will not increase.
Keywords: Thriving at work, Intrinsic motivation, Organizatial citizenship behavior, Work engagement

Introduction

Organizational citizenship behaviour (OCB) is aticai factor of the workplace, while evaluating
employees performance (Astakhova, 2015).0CB is idersd necessary for the productivity of the
organization, but it is very difficult to predidté behaviour of the subordinates that is requicegain the
goals of organizations and is defined in the joscdetion (Deluga, 1994). According to (BormannRer,
Allen, & Motowidlo, 2001), “citizenship performanteplay a significant role in the effectiveness of
organization because it cause to generate so@gkhplogical and social context that is importamt t
perform job’s formal responsibilitieCitizenship behaviour function as a lubricate tavarganization
authentic leader’s social machinery as it enhaetgsiency and reduces the friction of employeesh(@
Dovidio, Jane Allyn Piliavin , David A. Schroed@)06). OCB is related to the outcomes of the imtliai,
or unit-level or organizational level including flmmance of employees, turnover intention or emgésyin
role behaviour (Allen & Rush, 1998; Chen, 20d3¢rformance at unit level (Podsakoff, Whiting, Rodst,
& Blume, 2009), efficiency, organizational level productivitydecrease the costs, and satisfaction of
customers(Walz & Niehoff, 2000; Yen & Niehoff, 2004

Thriving is a psychological state of individual which an individual experienced learning and
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vitality at workplace (G. Spreitzer, Sutcliffe, Do, Sonenshein, & M.Grant, 2005). Vitality is defd as
positive feeling of employee’s energy and to beealvhen learning, it means that the individuajasning
knowledge and getting new skills (G. Spreitzerlgt2005). And according to Porath, Spreitzer, Gihs&
Garnett, (2012) learning and vitality is being useduild confidence. Researchers support theeexid
that thriving at work show cognitive and affectiglements of the psychological experiences; theniegr
refers to the cognitive dimension and; vitalityensf to the affective dimension. And these both edas
enhance each other (Porath et al.,, 2012; G. Spredizal., 2005). Employees who thrive at workplace
predict many workplace outcomes such as cause deawe absenteeism, innovative behaviour at work,
good job performance, organizational citizenshipassour, job satisfaction and organizational connmeint.
Moreover, it cause to decrease turnover intengamn,strains and has an impact on turnover(Abidlet a
2014; Carmeli & Spreitzer, 2009; Paterson, Luth&gdeung, 2014; Porath et al., 2012)

Moreover, thriving cause to decrease many negativeomes i.e. burnout, mental and physical health
and well-being of employees (Sreitzer, Porath, &6, 2012). Like thriving, another essential fadso
“work engagement” that also helps in upgrading ¢hgployee’s sustainable performance. It is a pasitiv
energy of employees. It is a feeling of positiviand satisfying and fulfilling the work. It is catrized in
three dimensions dedication, vigor, and the abswrpt (Wilmar B. Schaufeli, Marisa Salanova, & Viten
Gonz Alez-Rom “A Arnold B. Bakker, 2002, p. 74). heTemployees with work engagement infer that they
are more focused, dedicated and energetic thaifisagmtly influence their performance at workplace
(Bakker, 2010). Work engagement is important lier well-being of employees and for the productiaty
organization (odriguez-Mufioz, Sanz-Vergel, DemeérduBakker, 2014).

Another important element of workplace environmismotivation. It is considered as an important
construct in the psychology of organization adldves to comprehend the behaviour of the employees
also the reasons behind employees’ behaviour inotganization (Donovan, 2001). Intrinsic motivation
means an individual’s desire to fully involved retwork because the work is very satisfying aneregting
(Amabile, Hill, Hennessey, & Tighe, 1994). And tletrinsic motivation is the desire of an indivititia
obtain a specific outcome such as recognition or wward (Amabile, 1993)Intrinsically motivated
activities have been categorized as self-expresman (Amabile, 1993). Motivational orientation was
recognised as the state of situation-specificithgénerated by the social environment, convenllipna

Intrinsic motivation and work engagement are twopadmant mechanism of workplace that
significantly cause organizational citizenship baba It is critical for the organization and theanagers to
sustain employee’s performance and high organizatioitizenship behaviour at workplace. Many stadie
have investigated these variables individually, thetse are not been studied combinedly in the Wackp
environment. So, this study empirically investigatieese factors at workplace environment. Moredwés,
is important to study that how the OCB can be enbdnAs the employers are concerned about enhancing
employee’s performance but don’t know about thestofrs that generates high workplace performanice. T
work engagement and intrinsic motivation are aiiti@ctors that significantly enhance OCB at woakg!.
Managers can encourage OCB by motivating employaemsically and have high work engagement.
Intrinsic motivation and work engagement are twpantant mechanism that cause OCB.

The main objective of this study is to investigaggsthe impact of thriving at work (learning and
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vitality) on organizational citizenship behaviokiow much employee’s in-role and extra role perfanoe
increased when they experience learning and vitdljtimpact of work engagement and intrinsic meiien
on the OCB. c) This study also investigates thdiat®mn of work engagement and intrinsic motivation
the relationships of thriving at work and OCB.

This study is significant for the managers and @ygils at the workplace. As this study helps them to
know that if employees are thriving at workplacgpg@riencing learning and vitality) and have highrkvo
engagement and intrinsic motivation, then thesefaaause high organizational citizenship behaviga,
this study helps the managers to enhance citizef&tavior of employees in their organization.
Theoretical Framework

Theoretical background and Hypothesis Development
1. Thriving and OCB.

Thriving at work means the feelings of vitality aedrning that an employee experienced while waykin
(G. Spreitzer et al., 2005). Vitality means enezdistate in which an individual is energized anolshis
passion and enthusiasm for their wok (Nix, Ryan,nMa& Deci, 1999). Learning refers to when an
individual obtain new skills and knowledge andimélthese skills and knowledge that cause to bt
confidence (Carver, 1998). Learning and vitalitg awo crucial dimensions of thriving at work. Suahl an
individual give attention to learn new knowledgel akills, but he has low enthusiasm and vitalityaed
his work, it seems like he is tired and exhaustbdemvorking. But if a person has enthusiasm arst, zmit
he has less chances and opportunities to learnknewledge and skills, then, then he may be sufferin
from inactivity or stagnation (Mingze Li, Han, Wang Liu and Yi, 2016). And these two has an impatt
the performance of an individual. According to @siers in psychological research, the both dinoeissof
thriving are two important types of psychologicaperiences when one is going through the develogirdy
growing process, that are also named affectivecagphitive process (G. Spreitzer et al., 2005). Waen
individual is trying to grow himself, he focused both, first he reinforced the recognition processl
secondly, he focused on affection. Thriving is knoas dynamic process such as active, lively process
instead of still or a state of being static in sfiecituations (Ryff, 1989), that influence the ployees’
organizational performance.
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OCB refers to aroluntarybehaviour of employee, that is not directed towtr organizational reward.
With the passage of time, it cause the effective efficient working of the organization (Organ, 898
According to Podsakoff M.P., Mackenzie B.S., PaBd., & Bachrach G.D., (2000kuggested that it
enhance the effectiveness and efficiency of tharmmgtion and also cause many outcomes such a® tau
enhance productivity of management and co-workezs, some resources that can be utilized bettef@nd
productive work, the need for scarce resourcedsiaded that are used in the functioning of orgaionat
enhance stability in the performance of the orgation, and allow the organization to familiarizedadapt
the effective changes of the environment.

The employees’ organizational citizen behaviorspilsienced by thriving at work. When employees are
thriving, they are able to obtain new skills an@wiedge and develop their confidence. The buildtithe
knowledge resulted in the form of self-learningdancause to enhance the opportunities and asilioif
employees to notice the problems and issues ofotganization and they take step to improve these
situations (Magni & Maruping, 2013). On the badisloove discussion, it is hypothesized that:

H21: Thriving at work has positive relationship WiiCB.

2. Thriving is positively related with IM.

Thriving consist of two dimensions learning andaliy, that an individual practices during his wdfk.
Spreitzer et al., 2005). Vitality refers to an widua’s state of being energized and passionatéh@omwork
(Nix et al., 1999). And learning refers to obtamimore knowledge and skills (Carver, 1998). If an
individual is passionate and wants to learn mdren the will be deeply indulged in his work. Motieet is
defined as combination of energetic forces creladdis forces the within and outside an individuaptedge
or take step or initiate their behaviour that imted to the work (Pinder, Craig, 2008). Wheredsnsic
motivation is an individual’'s desire to completeaived and indulge in the work due to interestingrkv
(Amabile et al., 1994). According to Amabile, (1998 an individual is motivated intrinsically, then igll
engage in the activities.

An individual who is intrinsically motivated, engady in any task or activity only because it is
interesting and satisfying, so theséntrinsically motivated activities have been cmezed as
self-expression form (Amabile, 1993). Motivationarientation was recognised as the state of
situation-specific that is generated by the soemVironment, conventionally. Many studies examined
different aspect of the situation that cause toease or weaken the intrinsic motivation (Deci, Runda
& Schwartz, 1983; Lepper, Greene, & Nisbett, 19TR).the other hand, new tendencies of motivatien ar
as dispositional (Amabile, 1993; Amabile et al.949 but people have difference in tendency todaid
that whether their behaviour is motivated intriadie or extrinsically.

According to (G. Spreitzer, Porath, & Gibson, 20EXamined that the millennials as compare toearli
generation have expectation to thrive, but theyaateally not satisfied with their work, they want get
position in their jobs, so they thrive at work. Vreg a workplace can develop and grow in theirinzulife
and thrive and have purposeful and meaningful vtloakk does not affect their personal life. So, gasd that
intrinsic motivation is also originated due to this

H2: Thriving is positively related with IM.

3. Intrinsic motivation is positively related to OCB.
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The role of intrinsic motivation of employees togage in OCB has been explained by many studies Suc
as, the relationship of the antecedents of intriasid extrinsic OCB has been inspected by Tangr&hiin,
(1998), the researchers examined this in the pgbltor organization, among 378 employees of midd&
and 155 American employees. They found that sé#fems based on organization, the intrinsic job
satisfaction and achievement need are outcomesC#’'® altruism dimension. The researcher analysed
different means of motivation of employees and #iaiw that OCB is originated from it (Barbuto, 2D03
Then a large sample was used to analyse thisae$dtip. Barbuto & Story,( 2011), examined positive
relationship of self-concept of individual's intsic motivation and OCB and also examined five mezns
motivation. Moreover, the relationship of intrinsiootivation and the organization direct toward the
citizenship behaviour (OCBO) by Finkelstein, (20139, from the above study it is hypothesized that:

H3: IM is positively related to OCB

4. Intrinsic motivation as a mediator

If the employees experienced high level of workagegnent and intrinsic motivation, and they are eage
to solve the problems of the organizations, andlsb cause an improvement in the team performance
(Zzhang & Bartol, 2010)So, it not only causes to show the willingness wipyees to improve the
organizational quo status but also enhance therappties and the ability to make a faultless orgation.
Therefore, this state not only equips employees wite willingness to better the status quo of an
organization, but it also increases their chancesabilities to perfect the organization and, tuarsmote
their change-oriented OCBs

H4: IM mediate the relationship of thriving at waakd OCB

5. Though the thriving at work and work engagement

Conceptually overlaps with each other to somengxteut actually they are two different constructs
(Bakker, Schaufeli, Leiter, & Taris, 2008). Theitimg at work and work engagement consist of a camm
element energy, respectively known as vitality sigdur; but the thriving at work consists of leangialso,
while the work engagement consists of absorptiah dadication. The thriving at work concept has been
originated by the work of Alderfer, (1972); Maslof@943); Porath et al., (2012); and Rogers, (1961).

People will feel momentum, impetus and developegemthey thrive at the work (G. Spreitzer et al.,
2005), they developed their confidence and enhéreie capabilities (Wallace, Butts, Johnson, Steyén
Smith, 2013). It is proclaimed that thriving at Wwdrelp employees for the activities directed towtre
goal, and the conditions that are changing. Moreav@lays an important role in the physical andntal
health of employees (G. Spreitzer et al., 2005}ivirig plays an important role for employees gwdvides
assistance to the employees to regulate and adjuke work context. The employees who thrivediare
better position to analysed and evaluate theirviddal development to improve and recover their
effectiveness in short-term and helps employeethén adaptability of work environment in long-term
(Wallace et al., 2013). So, the employees arefwatiand get fully involve in their work, that emfwe work
engagement. From the above discussion, it is hgsatbd that:

H5: Thriving is positively to WE.
6. Work engagement and organizational citizenship behaor
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Work engagement is important for the well-being eshployees and for the productivity of
organization (Christian, Garza, & Slaughter, 201Cple, Walter, Bedeian, & O’Boyle, 2012;
odriguez-Mufioz, Sanz-Vergel, Demerouti, & Bakked14£). When the individuals got challenging job
characteristics and these are meaningful, thenaraps thrive in the challenging environment. ltezsally
happens when individuals having abilities of beingpnscientiousness, responsible and it has positive
impact on workplace environment (e.g., Christiamlgt2011; Demerouti, 2006). Work engagement @nsi
of three dimensions and it is a feeling relatedok being positive and satisfying. And it has ctaeristics
of vigour, the dedication and the absorption (S&lguraris, & Van Rhenen, 2008yigour means the work
engagement related to physical component such gis dnergy level and the mental resilience during
working. It is the willingness of a person to invéss efforts in one’s work and continuously facitige
difficulties (Coetzee & de Villiers, 2010)Dedication is related to orientation of duty and mystical
perspective, that someone perform his duties wiglatgdevotion, that means to find meaningfulnegkéir
work,(Pardasani, Sharma, & Bindlish, 2014). Accogdio Coetzee & de Villiers, (2010), dedication is
related to work’s emotional perspective such adicagly, significance level, inspiration, enthusiagride
and challenges of workAbsorptionis cognitive component of work. It means compietieicus on their
work, and highest concentration is being experidnegile performing the task (Coetzee & de Villiers
2010).

The earlier research indicates that there is negatelationship of turnover intention and work
engagement and positive relationship among worlkageigent and organisational commitment and job
satisfaction (Schaufeli et al., 2008). The resemsIproclaimed that if employees are more engayéaeir
work, their performance will increase, and theyl wiljoy good health and positive healthy emotioal{Z,
2013); they will be fortified to face the workplapeoblems including stress and the change (Ric@9R0
They will play an important role in the organizai# success and (Krueger & Killham, as cited ineRic
2009).

According to Bakker, Albrecht, & Leiter, (2011), here are two main antecedents of work
engagement such as job resources and personalrgesoudob resources means support of supervisor,
information, gratitude, recognition and innovatieea (Rice, 2009, p. 5), that has direct link witle t
performance of employees and personal resourcedefised as an employee’s optimistic psychological
condition of self-development that is categorisedself-efficacy as being confident to put the efdhat
are essential to get success in challenging wakstabeing optimistic to be successful in futuned ®e
determined for the goals and directed toward aamgethem to become successful, be active and sestai
and lively, when faced an adverse problem or sangBakker et al., 2011, p. 7). These all antenexbelp
to increase the performance of employees and sesu@CB increases.

H6: Work engagement is positively related to OCB.

7. Work engagement as a Mediator

Thriving is a psychological state of employee tisaformed and affected at the workplace; it is a
temporary internal situation of an employees, rehain stable over time (Porath et al., 2012; G. M.
Spreitzer, Lam, & Fritz, 2010; G. Spreitzer et 2DP5). The thriving and employee engagement casitzi
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common element of energy (Van der Walt, 2018), actually these both are separate and different
constructs (Bakker et al., 2008) employees have high level of energy, then tiwllybe more enthusiastic
about their jobs, and they will be happily and yudlbsorbed in their work (Miner, Bickerton, Dowsd,
Sterland, 2015). Work engagement is also knowhagassion of employees to do their work (Van dalt\W
2018). The employees regulated and adjust at theikplace with the help of thriving and it enables t
employee to evaluate and measure their self-denedap to improve their short-term productivity and
efforts and to adapt the work environment of woalkgel in long-term (Wallace et al., 2013)

Researchers examined in many studies that emplerygagement predicts OCB (Bruce Louis Rich &
Lepine, 2010). One reason behind it is that OCBeddp on social exchange theory and the principle of
reciprocity (it means when an individual receivexingthing, then give something back to the indivigua
The OCB is directed by the employees as it consists emotional element (Bennett & Robinson, 2000)
This supports the evidence that the employeesaextie behaviour is the outcome of employee emstion
(Miles, Borman, Spector, & Fox, 2002). There Is\& between emotion-based explanations and thilsoc
exchange as the reciprocate desire and positivéaandrable emotions of employees resulted onlyabse
of positive treatment of the organizations (Rhoade&isenberger, 2002). The employee engagement
predicts OCB. If the employee engagement is higgn) the employees will be indulged and busy intpe@si
productive and responsible behaviour at workpl&ceh as OCB.

H7: WE mediate the relationship of thriving at work and OCB.

From the above purposed hypothesis; H4 and H7 sipurposed that IM and WE mediate the relationship
of thriving at work and OCB.
Methodology

Sampling Procedure

Data was collected using purposive sampling tealiffom the job holders of Pakistan. Total 152
guestionnaires were filled. 26 questionnaires veetéadministered. But the other 126 questionnaivese
filled through online survey technique. The link g@iestionnaire was shared in different groups and
requested to fill it. The people doing jobs infeliént organizations filed the questionnaire. 54vére
male and 46% were female. 79% were single and 21&te wnarried. From the sample size the
gualification was, 10% undergraduate, 20% Gradyaté# have MPhil, 23% of sample has post graduate
degree.

Measures

Intrinsic motivation

Intrinsic motivation was measured by four itemafra six-item scale used by (Kuvaas, 2006b) on &tpoi
Likert scale ranging from (1=strongly disagree tosirongly agree). A sample item of IM is” the taskat |

do at work are enjoyable”. The reliability of scalas .88.

Organizational Citizenship Behaviour (OCB)

OCB was measured by 7-item helping behaviour sitelewas validated by Van Dyne & LePine, (1998)
using 5-point Likert scale ranges (1=strongly disago 5= strongly agree). One sample item for GCB
volunteer to do things for my work group”. The adlility of scale was .85.
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Thriving at work

Thriving at work was measured by 10-item scale afakh et al. This scale consists of 5 items ofrieay
and 5 items of vitality. Measured on 5-point Liksctle ranges from (strongly disagree = 1 to styoagree

= 5). The sample item of learning is as: “I conérta learn more and more as time goes by” andifality

is: “I feel alive and vital”. The reliability of sde was .86.

Work engagement

Work engagement was measured through the 9-iteta s€aVilmar B. Schaufeli et al., (2002). 5-point
Likert scale ranging from (1= never, to 5= veryeoft. One item as a sample of scale includes “Atkwir
feel full of energy”. The reliability of scale wa85.

Data Analysis

Table 1 shows mean, standard deviation and bieac@trelation of all variables of study. The

correlations coefficients (r) supports the studpdtheses. The intrinsic motivation has positivereation
with thriving at work .608 (r=.608", P<0.01). there is weak correlation between OCBI&h(r=.378", p<
0.01), and WE and OCB have weak positive corratafie.397 , p< 0.01). the Cronbach alphas values are
shown in diagonal in parentheses.

Linear Regression and mediation Results

Preacher Hayes’s Mediation Process model, (Hay@%3)2model 4was run to test the hypotheses.
Mediation was checked with bootstrapping (5000)ronfr path 1; Thriving has significant effect on IM
( =.7995,p<.01, LLCI=.6309, ULCI=.9681) supporting the HIZl has significant effect on OCB ¥ .2125,
p>.01, LLCI= .0789, ULCI= .3462) and support thepbthesis H3. Thriving has significant effect on OCB
( =.2932,p<.01, LLCI=.1496, ULCI= .4369) supporting H1.

Path 2, Thrv has significant impact on WE (5969,p<.01, LLCI=.4320, ULCI=.7618), it is supportik.

WE have significant effect on OCB=.2542,p<.01, LLCI= .1193, ULCI= .3891) supporting H5. Ting

has an impact on OCB+% .2932,p<.01, LLCI=.1496, ULCI= .4369) supporting H6.
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Table 2: Regression Analysis

se t p LLCI ULCI Decision
H1-P Thrv-> OCB 2932 .0727 4.0324 .0001 .1496 .4369 Significant
Path 1
H2- Thrv> IM 7995 .0853 9.3720 .0000 .6309 .9681  Significant
H3- IM-> OCB 2125 .0676 3.1423 .0020 .0789 .3462  Significant
Path 2: WE
H5-Thrv> WE 5969 .0835 7.1519 .0000 .4320 .7618  Significant
H6-WE> OCB 2542 .0683 3.7230 .0003 .1193 .3891 Significant
H1- Thrv-> OCB 2932 .0727 4.0324 .0001 .1496 .4369 Significant

Note: Thriv= Thriving, POS= Perceived organizatiosigpport, Org. Reward= Organizational Reward

Mediation Results

Path 1: IM(Intrinsic motivation) mediates the relationship of thriving and organizational citizenship
behaviour.

The below table shows the mediation results. Thmectieffect of Thriving on organizational citizefsh
behaviour is insignificant Effect= .1233, LLCI= 525, ULCI=.2992. The indirect effect of Thriving on
organizational citizenship behaviour along with maédn is; Effect= .1699, LLCI= .1151, ULCI= .3179
significant. Full mediation is found in path 1.

Table 4: Mediation path 1

Direct effect of X on Y

Effect SE t p LLCI ULCI
.1233 .0890 1.3861 .1678 -.0525 .2992
Indirect effect of X on'Y
Effect Boot SE Boot Boot
LLCI ULCI
IM .1699 .0623 1151 3179

Mediation Analysis Path 2: WE mediate the Thrivingand OCB
The below table shows the mediation results. Thiectieffect of work engagement on organizational
citizenship behaviour is insignificant Effect= .B41LLCI= -.0182, ULCI=.3012. The indirect effect of
Thriving on organizational citizenship behaviouttwmediation is as follow: Effect= .1517, LLCI= 95
ULCI=.3100 is significant. Full mediation is foumdpath 2 also.
Table 5: Mediation path 2
Direct effect of X on 'Y

Effect SE t p LLCI ULCI
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.1415 .0808 1.7510 .820 -.0182 .3012
Indirect effect of X on'Y
Effect Boot SE Boot Boot
LLCI ULCI
WE 1517 .0594 .0598 .3100
Factor Analysis

Table 6: CFA: Fit statistics from measurement modetomparison

2 2/4f
df GFI NFI [IFl  [TLI CFl  SRMR |RMSEA

4 Factor| 627.383

Model 449\ 1.397 0.805 0.769 0.921 0911 0.919 0.061 0.051
3 Factor| 878.853 077
Model 461 | 1.906 711 .676 .814 797 .811 .070
2 Factor| 1057.542 092
Model 463 | 2.284 .656 .610 .736 712 732 .079

The confirmatory factor analysis was conductedhtec& the model fithess. The above table shows4hat
factor model good fit with the values o2/(df) = 1.397, GFI=0.805, IFI = 0.921, CFl = 0.9FBMSEA =
0.0051, SRMR = 0.061. All of these values arenmtliand shows good model fithess Hu & BentlE399.
Discriminate validity:

The table 7 shows the discriminate validity of ddthe minimum acceptance limit of composite reliabi
(CR) is .07. it must have high factor loading andEAmMust be greater than .05. By fulfilling thisterion,
the convergent validity exists. But the table sholeat only Intrinsic motivation has greater thah AVE.

all other variables have less values. So, validitycerns exists. For Discriminate validity, the AdgEeach
construct must be greater than their squares atioel(Fornell & Larcker, 1981).

Table 7: Overall Reliability and Validity Concerns

CR AVE MSV MaxR(H) IntMot Thrving OrgCitiZen WorkEng
IntMot 0.887 0.569 0.464 0.906 0.754
Thrving 0.870 0.414 0.464 0.947 0.681 0.644
OrgCitiZen 0.857 0.470 0.142 0.962 0.377 0.322 0.685
WorkEng 0.852 0.406 0.462 0.971 0.680 0.521 0.373 0.637
Discussion

The current research shows that thriving is paalyivelated to OCB. If employees thrive at work and
experience learning and vitality; it will positiyehffect their performance. OCB enhance due tovithgi
The employee’s citizen behaviour is affected bythg at work. When employees thrive at work, tfzg
in a position to learn new skills and get new krenige and build confidence (Magni & Maruping, 2013).
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The purposed hypothesis has proved. This studycastributes to the literature, as work engagenaeut
intrinsic motivation, separately mediates the refathip of thriving at work and organizational z&nship
behaviour.
If the employees thrive at work, learn new skilfel&nowledge, they are intrinsically motivated. Athey
will fully involve in their work. This hypothesissi also proved. Intrinsic motivation mediates the
relationship between thriving at work and organaal citizenship behaviour. If employees feel higbrk
engagement and intrinsically motivated, then thely keen to solve organizational problems and help
enhance organizational team-performance (Zhang &oB£2010).
If employees are optimistic about their future ®8s; and they are ready to put their efforts iflehging
tasks, and they are high work engagement, theauses to enhance employee’s organizational citizgns
behaviour. WE mediate between thriving at work &@©B. As the OCB consist of emotional component,
and directed by the employees (Bennett & Robin2®90). It is evidenced that extra role behaviour of
employees is resulted by emotions of employeese@t al., 2002).
As statistical analysis does not support H1 whigdmtion process. It is supported that thrivinghalds not
necessary for organizational citizenship behavi@mployee engagement plays an important role. When
employees thrive at work and fully involved in theork results in high work engagement, that lead t
enhance employee’s citizenship behaviour. Intrinsiotivation is also an important element between
thriving at work and organizational citizenship beiour. When employees thrive at work and
experienced learning and vitality, then they wékF intrinsically motivated and cause the orgaiize
citizenship behaviour. The full mediation has b&mmd in this relationship.
Practical Implications

This study provides direction to both the researshand the practitioners. As the researchers can
conduct research with different moderating variabletest this relationship of variables with diffet
variable. It provides direction to the professi@nahanagers and the leaders of the organizatiogsn A
today’s era, the workplace is dynamic and rapidiarging. So, the employees who thrive at work and
experienced both learning and vitality, then thelf be fully indulged in their work and have highovk
engagement, it causes high organizational citizpnisehaviour. Similarly, if employees are not mated
intrinsically, then they will not perform well. Thecitizenship behaviour will affect, and it willffact the
overall performance of organization. Moreover, watiion and work engagement both are important
component of workplace. They cause different ouE®nsuch as organizational commitment, job
satisfaction, low turnover and less employees abséacording to Joo & Jo, (2017), the cultureesdring
organization and the commitment toward their orgaton is significantly linked with OCB, that retiin
knowledge sharing.

Baek-Kyoo Joo, Sung Jun Jo

Last, to increase employees’ psychological empowaetras well as OCB, it is also
important for HR/OD professionals to establish grable work environments. In this vein,
we cannot ignore the importance of job redesigarugntion. In particular, knowledge
workers who have high growth needs and technicadtertain jobs tend to search for jobs
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that expand their opportunities. In a dynamic bessnenvironment, the scopes and
contents of a job should be flexible and broadlijréel. Organizations prefer those who are
ready to go extra miles doing an extra-role behavat written on their job description.
Thus, traditional HR practices such as job speztibn and detailed job description are less
suitable for today’s business environment
Limitations and Future Direction

As the results supported our hypothesis but thezesome limitations of this study that can be $ecu
in future. First, the data is collected from thepéogees of companies and industries located in tegho
Pakistan. Industry limitation comes there. Futwsearchers could collect data from different cities, it
would enhance the generalizability of study. Setgradoss sectional data was collected, so anyenfze
about the causality are limited. There is also ofypity to conduct longitudinal study in future. ifidiy, this
study consists of heterogeneous sample. So, dtipossible to generalize this study. There is ipdgg to
get different result, if this study is conducted anlarge sample size. Fourthly, there is also aroth
opportunity that if the study is conducted on acdprindustry, then the results may also diffes different
studies have been conducted in different contesth &$ Qiu, Lou, Zhang, & Wang (2020) has conducted
study on the employees of Switzerland and similaigng, Lu, Huang, & Fang (2020) has studied OCB in
the context of three stars hotels of Taiwan. Séfemint contexts give different results. The study
conducted in Pakistan. Finally, Culture elementdsy much important. As different cultures may rés
different findings. As Joo and Jo (2017), suggestedstudy different interpersonal variables i.e.
organizational culture or support of top-level faking some
initiatives that might relevant to environmentatttars. As in this study, there is full mediationiofrinsic
motivation and work engagement has been foundr@idts may differ in another context.

Conclusion

This study contributes to the literature of thriyiat work and investigates its relationship witlother
variable. This study has been conducted in LalHa&istan using purposive sampling technique. Theltse
support the evidence that work engagement andgitrimotivation, respectively mediates the relatiop
between thriving at work and organizational citizleip behaviour. Therefore, the organization shéobtis
on intrinsic motivation and work engagement. Theseables’ ignorance can affect the performancéef
organization and also the employees.
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Abstract

The paper fcused n the impact f macr -ec n mic variables and its impaci vari us currencies by

¢ mparing the macrec n mic variables f devel ping and develped c untries. The deveping c untries
used fr analysis are India & Singape, US and China as devpkd c untries also. In deveping C untries
that is India and Singape, the mst impactful variable was Current Aamt Balance which was i wed
by f reign direct investment determining the volatiliiyexchange rate. China had successfully managed t
manage the exchange rate with datility f just 3.03 ver last 20 years due to the strength in the
merchandise exports. In India, inflatihad als sh wn substantial significance in thelatility in exchange
rate. Develping c untries should fcus much mre n bringing FDI int the c untry and alsf cus n ther
fact rst ensure the em mic gr wth fthe c untry. It was concluded that macro economic vaeabvere
successful in explaining the hatility m vements in the exchange rate at significance level.

Keywords: Current account balance, Exchange rate volatHityeign Direct Investment

Section | — Introduction

In the present eraf gl balizati n, v latility in exchange rate has a rsiderable influencen the

perati ns and prfitability f MNCs, and als affects the small and medium enterprises. Hereexbhange
rate is an imprtant parameter ¥ determining internatnal ¢ mpetitiveness and algndicates the gbal
p siti n fthe ecn my. This study cnsidered fur macr-ec n mic variables influenced on the exchange
rate volatility in developed vs developing econasniEhe majr macr ec n mic variables used in the paper
t analyse the changes in exchange rate are: Inflagite, Real Interest rate, Current Agot Balance and
F reign Direct Investment. Hence, the rcmies that have been takem &inalysis are: India, United States,
China and Singape. In India since liberalizatn, f reign exchange markets have experienced a trermend
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gr wth. Over the years India has witnessed aj#s f excessive viatility leading t changes in the valué
Indian Rupee. Due tsuch v latility, internati nal trade and investment beees much mre difficult due t

an increase in the exchange rate risk. Since teewnar perid, US D llar have d minated many financial
markets and alshas majr h Idings fall market perati ns in the freign exchange market. Chinese Yuan is
als c nsidered asne fthe w rld’s maj r reserve currency. The additi fthe Chinese Yuan in the Special
Drawing Rights (SDR) in 2016 makes Yuan ag fthe w rld's maj r currencies. The Yuan is althe first
emerging market currency e included in the IMF’'s special drawing rightsheTsubstantial risef
Singapre has als strengthened the Singap D llar ver the years. This papercuses n the reasns f r
the depreciatin r appreciatin f Indian Rupee, Chinese Yuan, USI@r and Singapre D llar in the

c ntext f ec n mic variables. The main purpe fthe paper is tidentify the mst influential ecn mic
variable which affects the latility fIndian Rupee, US Dlar, Chinese Yuan and f the Singapre D llar.

Section II- Review of Literature

This section focusedh establishing the relatiship between macec n mic variables and exchange rate
the develping vs develped ecn mies. Br Il & Eckwert (1999) discussed the implicatis f a dynamic
business ' Matility within exchange rates. This paper anatiyse determine the theetical basis as a
p sitive c rrelati n between the exchange rate and internatitrade Bergin & Sheffrin (2000), devel ped
a testable intertempal m del fthe currentacantthatallwsf r variable interest rates and exchange rates.
This m del shwcases the Vatility f current accunt data and explains the histal epis des f current
acc untimbalance. Australia, UK and Canada were theettpen ecn mies used fr research by the auth
The main analysis and the del f cused n h w current accunt had an impact tthe exchange ratef
Australia, UK and Canada. The statistical testlirireee c untries rejected the benchmark ael, which
ign red changes in the interest rate and exchange rate.
Akinl (2003)ad pted c integrati n apprach t examine whether Nigeria's Naira depreciatiad resulted
in currency substitutn in the cuntry. The paper investigated whether currencye@ati n had resulted in
currency substitutn in Nigeria r n t. The paper had stwn that currency depreciati ¢ uld have adverse
effects n the debt- service sts f d mestic cuntries' private sects and cause the residentshiedge
external liabilities.Bergvall (2005) studied imprtance f exchange rate stabilizati in Sweden had a
fl ating exchange rate system. The results destnate ecn mic stability in determining the exchange rate
system. Eventually, under the imaginaryating exchange-rate system, the real exchange hadea
stabilizing effect n demand, with a stabilizing effeat supply by the central bank. The findings indidéet
the pti n fthe exchange rate system has an effaaihacr ec n mic stability. M re precisely, the actual
exchange system's variabilitfsupply is nearly equivalent the hyp thetical fl ating exchange rate system,
but its perf rmance under the hythetical fixed exchange rate structure iagsiderably mre unpredictable.
Campa & G Idberg (2005)analysed the presented €s$-c untry, time lines and industry-specific
pr f that exchange rates are being passedht imp rt prices acrss a large rangef | cal currencies,
which represents 46% exchange-rate \atility in the shrt term and almst 65% ver the | ng-term. The
guantitative significancef these macrec n mic impacts in the OECD hadw statistical crrelati ns. The
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evidence suggests that the emphafsike interc nnecti n may nt depend n whether freign pr ducts rates
are laid dwn in the prducers ' currencies the imp rters ' | cal currencies.
Bhanumurthy (2006) examined the relative impance in determinath f sh rt-term exchange rates
macr (interest rates, inflatn, etc.) and micrvariables (rder fl ws, inf rmati n). Kandil (2008) analysed
interacti ns between exchange rate fluctuas and the macrec n my in a sample f devel ping and
devel ped cuntries. The trade balance alsmpr ves as currency depreciaii b sts exprt
c mpetitiveness in many devgling c untries. In cntrast, the reductn in exp rts with respect tcurrency
appreciatin may be matched by a reductiin the d mestic value f imp rts in many industrial antries.
Kandil (2009) measured expt gr wth in devel ping ¢ untries and given their high dependenayimp rts,
the current acaunt balance deteniates with respect tcurrency depreciatn. The analysisf this paper had
f cused n the effects f exchange rate fluctuatis affected very muchn the majr ¢ mp nents f the
balance f payments in a samplef industrial and deveping c untries. This study found that, in the
sh rt-run ( ne year acading t data frequency), elasticityf imp rts and exprts determines the effect$
exchange rate fluctuatis n the trade balance.
Mirchandani (2013) investigated varius macrec n mic variables leading tacute variatins in the
exchange ratef a currency. On the basi$ his analysis, it can be said that Indian Rupe® dfawn high
v latility ver the years. India was receiving capital inf6 even amidst aitinued gl bal uncertainty in
2009-11 as its dnestic utl kwas psitive. Oil, prices f ther imp rted c mm dities like metals, dd etc.
had als increased verall inflati n. Even if the pricesf gl bal il and ¢ mm dities declined, the Indian
c nsumers were 1 benefited as depreciati had negated the impadaratin Lily, M ri, Sang, & Asid
(2014) stated that the inflvs f f reign direct investment (FDI) are imgiant f r a ¢ untry’s ecn mic
devel pment, but the wrld market f r FDI has becme m re ¢ mpetitive. They analysed the exchange rate
m vements and feign direct investment (FDI) relatiship using annual datan ASEAN ecn mies f:
Malaysia, Philippines, Thailand, and Singeg The results shved that existencef significant | ng-run
c integrati n between exchange rate and FDI in the caAstingap re, Malaysia, and Philippines with all
¢ untries recrding negative cefficient implying that the appreciati f Singap re d llar, Malaysian ringgit,
and the Philippine peshas a psitive impact n FDI infl ws.
Ramasamy & Abar (2015)c nducted a studyn seeing whether the exchange rates play a signtficle in
internati nal trade nt nly in fixing the prices but alsin determining the naturd hedging t be arranged t
av id exchange rate risks. They used threantries yearly exchange rates with their macrn mic
variables such as relative interest rates estudy the impact they hat exchange rates. Interestingly many
variables shwed the pp site relati nships. Fr instance, interest rate, BOP and inflatirates shuld
influence the exchange ratesgtively as per thay but the results shv the pp site. Akhter & Faruqui
(2015)analysed the currency Bangladesh with different exchange rate regimeymaring the perfrmance

f previ us and current exchange rate regime with selectatth #\sian cuntries. The results stved that
macr ec n mic variables significantly influenced the exchangge.M nfared & Ak n (2017) analysed the
relati nship between Exchange rate and inflathased n time series data, using Hendry Gener&pecific
M delling methd and Vectr Aut regressin (VAR) m del. As a resultf the Hendry mdel, it was btained
that there is a direct relatiship between Exchange rate and inflatiAn increase in freign exchange rates
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makes the inflatin g es up. Ozcelebi (2018), has used the Panel Wit regressin (PVAR) m del
which is used t determine the impactd exchange rate Vatility n industrial prducti n gr wth rate,
¢ nsumer price inflatin, sh rt-term interest rates and sk returns fr 10 OECD cuntries. The variance
dec mp siti ns (VDCs) fund that exchange rate latility can be a seadary factr f r the variatins in
immediate interest rates.

Section IlI- Research Methodology

Objectives of the study

1. To know the relatin between em mic variables and Vatility f exchange rates of developed
vs developing countries.

2. T find the mst influential macrec n mic variable in the deveped cuntry ¢ mpared t
devel ping c untry.

3. T suggest ways tstabilize the exchange ratelatility in devel ped vs develping ec n mies.

Sources of data

Exchange rate data retrievedrfr investing.cm and the dataf macr -ec n mic variables taken fm
the w rld bank data site, tensure standardizati f data and t make the study nme accurate. The data
is taken yearly f each macr-ec n mic variable and exchange ratieeach ecn mies. The yearly data
ensures Ing term v latility and tries t sh w the | ng-term impact f macr -ec n mic variables t the

exchange rate. The data is takemfrJanuary 1 1999 till December$$2018.

Statistical Tools used for the study

Stati narity Test

Unit R t Test has been used thecking statinarity in time series data. Unit Rt measure the shift in
distributi n shaped due tvariati n in series f time. If time series under study has any kirfdn n-
stati narity then the data have unit t. This study test t unit r t is carried ut with Augmented
Dickey-Fuller.

Hyp thesis:

HO: Data has unit r t (N n-Stati nary)

H1: Data des nt have unit r t (Stati nary).

Null hyp thesis is tested with t-statistics and p-value wheralue <0.05 reject the null hythesis at 5 per
cent significance level. If results will hbe determined at level then test will bend at 1st difference.
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C rrelati n Test

The test f ¢ rrelati n is used t measure the degreéinterdependencer level f ass ciati n between the
multiple quantitative variables. The resuitc rrelati n is shwn in a pair wise matrix where each result is
described by the crelati n c efficient (r). The “r” value ranges fm -1t +1. T interpret the results the
significance f value is determined by checking the valuesehess t-1 and +1. Where (-) sign determines
negative crrelati n and (+) sign determines gitive c rrelati n. C rrelati n is als tested with the helpf
scatter diagram where the scattering in the diagedlacts the relatinship between the variables.

Granger Causality Test.

The Granger-causality test is a univariatedei which is used tfind ut whether ne time series helps in
estimating the ther. In this study, the Granger causality studyridertaken t assess whether there is any
p tential predictability pwer f ne macroeconomic variablerfthe ther.

Where, Jtis the first difference at time‘t’, where theiss is n n-stati nary, * ’is the c nstant, ‘n’is a
p sitive integer, j and yj are parameters, N and ut are reterms. The cause and effect relaghip is
determined by making a pair wise granger cause/studhe variables under the study.

Hyp thesis:

HO: Variable x des nt granger cause Variable y H1: Variable x
granger causes variable y
Multiple Regressi n Test

Regressin is a statistical metld used in finance, investing, anther disciplines that attempts t
determine the strength and charactahe relati nship betweenne dependent variable (usually desd by
Y) and a seriesf ther variables (knwn as independent variables).

Y =a+ X1 b2X2+ b3X3+ ... + kXt +u

Where:
Y = the variable that yu are trying t predict (dependent variable)
X = the variable that yu are using t predict Y (independent variable).
a = the intercept.
b = the slpe.
u = the regressn residual.

Regressin takes a gup f rand m variables, thught t be predicting Y, and tries find a mathematical
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relati nship between them.
Variables and Equati ns

There is basic equati framed in the study which arellf wed thr ugh ut f r running the test and
interpreting the results therle These equaths are:
Table 1.1 Variable used in the analysis.

Types of countries C untry Exchange Rate Macr ec n mic
Variable
Inflati n Rate ( India)
USDt INR Real Interest Rate ( India)
India SGDt INR Current Accunt ( India)
Devel ping C untries CNYt INR FDI ( India)
Inflati n Rate (Singapore)
SGDt INR Real Interest Rate(Singapore)
Singapre SGDt CNY Current Acc unt(Singapore)
SGDt USD FDI(Singapore)
Inflati n Rate (Unites states)
USDt INR Real Interest Rate(United states)
Devel ped C untries United States | USDt SGD Current Acc unt(Unites states)
USDt CNY FDI(Unites states)
Inflati n Rate (China)
INRt CNY Real Interest Rate(China)
China SGDt CNY Current Acc unt(China)
UsSDt CNY FDI(China)

Here study selected two developing countries sgchndia, Singapore and Developed country as United
States and China respectively. Four macro econimdicators of each country used for the analysipqse.

Section IV- Analysis
Stati narity Test

Unit R t Test (Augmented Dickey-Fuller) has been usedest the statnarity f data in India &

Singapore( Developing economies).
Table 1.2 Stati narity f the data used fr India, Singapore (Developing Countries)

Augmented Dickey-Fuller (ADF)
test — Intercept- INDIA

Augmented Dickey-Fuller

(ADF) test —
Intercept-Singapore
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Data At Level Data At Level
Series At 1St rder Series At 15t rder
difference difference
t- value |Pr b. t-value |Pr b. t value | Prob t- value| Prob
CNY't -0.210 0.9217 -4.822| 0.0014 SGD't -0.657 | 0.8421| -4.399 | 0.0018
INR** INR**
USD t -0.609 0.8465 -4.602| 0.0022 SGD't -1.550 | 0.4943| -4.314 | 0.0022
INR** USD**
SGDt 0.176 0.9632 -3.297| 0.0305 SGD't -4,106 | 0.0035| -5.439 | 0.0003
INR** CNY*
Inflati n -2.51 0.1313 -3.947| 0.0083 Inflati n | -3.270 | 0.0259| -7.029 | 0.0000
Rate** Rate*
Real -2.264 0.1924 -5.593| 0.000Real Intereg -4.785 | 0.0006 | -9.680 | 0.0000
Interest Rate*
Rate**
Current | -1.185 0.6579 3.486 0.0211 Current | -0.0256| 0.9480| -6.715 | 0.0000
Acc unt** Acc unt**
FDI** -1.150 0.6727 -4.578 0.00283 FDI** 1.485 | 0.9988| -7.624 | 0.0000

*Indicates that the data is Statary at nly Level
**Indicates that the data is Statiary at nly 1st rder difference level.
***|ndicates that the data is i Stati nary at Level and 1strder difference level.

Unitr ttest was carried in additi t time series graphical representatt f recast real nature
data. Augmented Dickey-Fuller (ADF) isme t ¢ nfirm the statinarity in time series data. The test is tested
at 5 per cent significance level where all datéeseare nn-stati nary at level and turn intstati nary at first
difference. The analysis clearly sirs us that the exchange rate between Simgsgnd China (SGD tCNY)
the data is stathary at level, andther macr-ec n mic variables like Inflatin Rate and Real Interest Rate

is als stati nary at level. While all thether data taken f analysis is statnary at Bl rder difference level.

In a statinary data r time mean, variance and aatrrelati n are all cnstant ver time. When the data is
n n-stati nary it can cause high instability in the test sastnigh t-test ratj high r-square and s n. So Unit
root test has been conducted before the correlatidiregression analysis.

Tablel.3. C rrelati n Matrix between macro econonomic variables and Exwane rate of Developing
Economies

Correlation between Macro economigCorrelation between Macro economic variable
variables of India vs Exchange rate of Singapore Vs Exchange rate
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Macro [USDt ICNYt [SGDt Macro [SGD't SGDt |SGDt

Economic INR INR INR Economic [INR UsD CNY
Variable Variable
Inflati n  -0.1874/0.0881 |0.1165|Inflati n Rate-0.1413 | 0.4253 | 0.6943
Rate (in %) (in %)
Real 0.1575 |-0.0309 | -0.082#Real Interest -0.1537 |-0.0999 | -0.0767
Interest Rate (in %)

Rate (in %)
Current -0.25211-0.4826 |-0.5427Current 0.8049 0.8576 | 0.1893
Acc unt Acc unt
FDI 0.6030 [0.7513 | 0.7698FDI 0.9188 0.7610 | 0.0134

If the inflati n in India increase, the Indian currency value @épreciate with respect to CNY and
SGD. Current Accunt is negatively arelated acrss all the three awntries currencies which pre that if the
current account surplus increase, then the vdldlee Indian rupee will appreciate as the CNY, S&id
USD will depreciate.By considering the maco ecormowaiiables in Singapore, current account is paditiv
correlated for SGD/INR, SGD/USD, SGD/CNY statest thvalue of INR, USD, CNY will appreciate and
SGD will depreciate as per the increase in curesxbunt surplus in Singapore which is a contradjcto
phenomena.This states that current account sugphet the significant factor determining the cagvalue
of Singapore dollar.
Granger Causality Test.

Granger causality test is useddetermine the pair-wise st run relati ns in between currency value. The

Granger Causality test algpr vides inf rmati n whether the past infmati n f v latility is useful t

impr ve the predictin f exchange rate enpared t the macr-ec n mic variables. This study relies the

c nventi nal F-statistics fr j int exclusin restricti ns. This implies that the results sh whether the

exchange rate and maec n mic variables have cause and effect retethip within them r n t. The
bservatins test the cause and effect relasihip between the exchange rate and nggcn mic variables

thr ugh Granger causality test

Table 1.4. Cause and Effect Relatnship between macrec n mic variables and exchange ratef
INDIA & SIGAPORE

Granger Causality Tests (INDIA) GrangerCausality Tests (Singapore)
CURRENT CURRENT N t
CNY | ACCOUNT SGD | ACCOUNT |1.719| 0.208 | Rejected
t 8.581| 0.009| Rejected| To
INR INR N t
FDI 3.089| 0.097| N t FDI 0.060| 0.808 | Rejected
20¢€
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Rejected
INFLATION
RATE 3.681| 0.073| N t INFLATION | 18.66| 0.000 | Rejected
Rejected RATE
REAL 1.329/ 0.265 | Nt
INTERST 2.090( 0.167| N t REAL Rejected
Rejected INTERST
CURRENT CURRENT | 11.10( 0.004 | Rejected
SGD | ACCOUNT 19.72| 0.000| Rejected| SGD | ACCOUNT
t FOREIGN To 2.446| 0.137 | Nt
INR DIRECT 1.730| 0.206| N t USD | FDI Rejected
INVESTMENT Rejected
INFLATION 12.89| 0.002| Rejected 0.001| 0.965 | Nt
RATE INFLATION Rejected
RATE
REAL 9.678| 0.006| Rejected 3.927|0.065 | Nt
INTERST REAL Rejected
INTERST
CURRENT 3.283| 0.088| N t CURRENT |0.752{0.392 | Nt
ACCOUNT Rejected ACCOUNT Rejected
USD | FOREIGN 2.748/ 0.116| N t SGD 0.073{0.782 | Nt
t DIRECT Rejected| To FDI Rejected
INR INVESTMENT CNY
INFLATION 2.519/0.132| N t 0.748| 0.392 | Nt
RATE Rejected INFLATION Rejected
RATE
0.186| 0.671| N t 2.956| 0.104 | Nt
REAL Rejected REAL Rejected
INTERST INTERST

. The test results in India highlight that null hypesis is nt rejected in mst f the cases. Causati effect has
been seen for CNY to INR with the current aett in India. In the case of SGDINR, Current Accunt, Inflati n Rate
and Real Interest Rate alsowis the cause and effect relatin India. Hence it is inferred that the curreet aint in
India can be used f recast the exchange rate of CNY/INR, SGD/INR. H# tesults in Sigapore highlight that
null hyp thesis is nt rejected in mst f the cases. Usually the cause and effect reighiip are rejected in all
cases except the cause and effécurrent accuntt the USD/SGD and the inflath rate to the INR/SGD in
Singapore. So current Acant is not a stmg variable that determining the value of SingaD llar.
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Multiple Regressi n
Multiple regressin all ws 'y ut determine theverall fit (variance explained)f the m del and the relative
c ntributi n f each fthe predictrst the t tal variance explained.

Table 1.5. Multiple regression analysis of Macro emomic Indicators with exchange Rate in India

(FDI)

CNYt INR 0.720033351 | 0.000456556 Significant
Particulars C efficients |P-Value Significance
Inflati n Rate (in %) -0.143377 0.333764 N t Significant
Real Interest Rate (in %) 0.272305 0.094278 N t Significant
Current Acc unt -0.000031 0.057003 N t Significant
F reign Direct Investment 0.000088 0.000716 Significant

(FDI)

.SGDt INR 0.7535243 0.0001825 Significant
Particulars C efficients |P-Value Significance
Inflati n Rate (in %) -0.7819123 | 0.2400493 N t Significant
Real Interest Rate (in %) 1.1667690 0.1061426 N t Significant
Current Acc unt -0.0000017 | 0.0228218 Significant
F reign Direct Investment 0.0000004 0.0005411 Significant

(FDI)

USDt INR 0.643404 0.0025507 Significant
Particulars C efficients |P-Value Significance
Inflati n Rate (in %) -1.4407698 | 0.0675657 N t Significant
Real Interest Rate (in %) 1.0082033 0.2137810 N t Significant
Current Acc unt 0.0000008 0.2058921 N t Significant
F reign Direct Investment 0.643404 0.0025507 Significant

The abve multiple regressn clearly states f each currency evaluati that the H1 is accepted whereas the
p-value is Iwer than 0.05. And then naing n the m st influential variables that are significant ara/é a

pr bability less than 0.05 arerkign Direct Investment f each pair of currency. So this clearly statesttiere

is relati nship between feign Direct Investment and currency exchange ratidia & the secnd m st
imp rtant variable shwing the relatinship w uld be current acaint surplus/deficit in India. This clearly states
that FDI Inflows from countries are the major detgrant of the Indian currency value. Along with ttha
Merchandise exports, Service exports from Indiala@enajor components in the current account deteythe
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value of Indian currency in the market with resgeabther currencies.

Table 1.6. Multiple regression analysis of Macro emomic Indicators with exchange Rate in Singapore

Investment (FDI)

1. SGDt INR 0.868521 | 0.000001850501 Significant
Particulars C efficients|P-Value Significance
Inflati n Rate (in %) -0.454550| 0.429513 N t Significan
Real Interest Rate (in %) 0.569653| 0.153582 N t Significan
Current Accunt 0.000044 | 0.747233 N t Significan
F reign Direct 0.000307 | 0.003156 Significant

Investment (FDI)

2. SGDt USD 0.859536 | 0.000003 Significant
Particulars C efficients|P-Value Significance
Inflati n Rate (in %) 0.016096 | 0.007915 Significant
Real Interest Rate (in %) 0.005508| 0.142549 N t Significant
Current Acc unt 0.000002 | 0.114985 N t Significan
F reign Direct 0.000001 | 0.110026 N t Significan

Investment (FDI)

3. SGDt CNY 0.498105 | 0.026914 Significant
Particulars C efficients|P-Value Significance
Inflati n Rate (in %) 0.070171 | 0.005967 Significant
Real Interest Rate (in %) -0.008512 0.574908 N t Significan
Current Acc unt -0.000009 | 0.865286 N t Significan
F reign Direct 0.000008 | 0.816562 N t Significan

The m st influential variables that are significant araé a prbability less than 0.05 are Inflation rate f
SGD/USD, SGD/CNY of each pair of currency. So ttisarly states that there is relatship between
inflation rate and currency exchange raté&ingapore. While the FDI aslo pres t be ther variable that
sh ws the psitive significance fr SGD/INR value.
Standard Deviati n
Standard deviatn is a statistical term that measures the @ f variability r dispersin ar und an
average. Standard deviatiis als a measuref v latility. Basically, these used tsee hw much each
currency has changeder the years, and figure ut the v latility, the standard deviatn is used.

Table 1.7. Volatility Measurement of developing coutry currency
Particulars

Standard Deviati n
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India 19.584399
Singap re 16.176189

India shws a v latility f 19.58 which is cnsidered very high, mie ver the Indian rupee has depreciated
ver the years with a Vatility f 19.58. While the ther c untry Singapre has shwn a v latility f16.17
which means that the Singap D llar has appreciated by 16.17napared t ther c untries. S, the
v latility fSingap re has been seen in an appreciating manner atallia® rupee is seen in a depreciating
manner
ANALYSIS OF DEVELOPED COUNTRIES
Stati nary Test
Unitr trestis runt check the presencé stati narity in data sets selected for the analysis mepo
Table 2.1. Stati narity f the data used fr USA, CHINA (Developed Countries)

Augmented Dickey-Fuller (ADF) Augmented Dickey-Fuller
test — Intercept- USA (ADF) test — Intercept - China
Data At Level Data At Level
Series At 1St rder Series At 15t rder
difference difference
tvalue |Pr b. t-value |Pr b. t value | Prob tvalue | Prob
USD t -1.4682 | 0.5351| -5.5319 0.0001| INR't -1.2582| 0.6349| -5.9133| 0.0000
INR** CNY**
USD t -2.8185 | 0.0681| -4.6491 0.0009| USDt -2.8185| 0.0681 | -4.6491| 0.0009
CNY** CNY**
USD t -1.8420 | 0.3537| -4.4527 0.0015| SGD't -4.1067| 0.0035| -5.4394| 0.0003
SGD** CNY*
Inflati n | -3.4310 | 0.0179| -5.7604 0.0001| Inflati n |-1.8522| 0.3483|-3.9520| 0.0057
Rate* Rate**
Real -2.1858 0.2154 -3.5243 0.0147 |Real Interest-2.8615| 0.0623 | -4.5522| 0.0013
Interest Rate**
Rate**
Current | -1.2540 0.6368 -4.3304 0.0021| Current |-1.6398| 0.4501 | -4.6894| 0.0008
Acc unt** Acc unt**
USD t -1.4682 | 0.5351| -5.5319 0.0001| FDI** -1.0095| 0.7363| -5.3030| 0.0002
INR**

*Indicates that the data is Statary at nly Level

**|ndicates that the data is Statiary at nly 1st rder difference level.

***|ndicates that the data is n Stati nary at Level and 1strder difference level

Unit r t test carried in addith t time series graphical representatit f recast real naturef data.
Augmented Dickey-Fuller (ADF) was de t ¢ nfirm the statinarity in time series data. The test is tested at 5
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per cent significance level where all data serresnan-stati nary at level except the Interest Rate, and reest
the time series turn intstati nary at first difference. Since the afe data sets are statary which will reject
the null hyp thesis. This ensures that the data takemmalysis is statnary and the data that has beensem
f r China including the macrec n mic variables and exchange rate hasaghstati nary in the data.All the

variable has stwn stati nary data at theStlevel rder difference, and the exchange rdt&GD t CNY has

als sh wn significance at the Level.
C rrelati n
C rrelati n is the study t inspect the cm vement between the exchange ratelndia in respect t the
macr -ec n mic variables thrugh crrelati n c efficient, which ranges fm -1 t +1 and determines the
relati nship between the twariables. The exchange rate isnpared t each variable and each currenckm w
which is the mst influential variable amng the ecn mic variables.
Table 2.2. Crrelati n Matrix between macro econonomic variables and Exw@ane rate of Developed
Economies
Correlation between Macro economi¢  Correlation between Macro economic
variables and exchange rate of USA  variables and exchange rate of China
Macro |USDt | USDt |[USD't Macro INR t USD t SGD t
Economic| INR CNY | SGD | Economic | CNY CNY CNY

Variable Variable
Inflati n -0.5185 0.4879 | 0.2500 Inflati n | -0.0539| -0.2953 0.6735
Rate (in %) Rate (in %)
Real -0.4495 0.6531 | 0.6031|Real Interest| -0.1201| 0.0208 -0.5677
Interest Rate (in %)

Rate (in %)
Current 0.3865| -0.3892|-0.2309 Current -0.2487| -0.4650 0.2051
Acc unt Acc unt
FDI 0.4411] -0.4324-0.4458 FDI -0.7298| -0.9144 0.2609

If the inflati nin United States increase, the USD will apprecveth respect to CNY and SGDhen
the inflati n rate als sh ws the psitive c rrelati n which is very unusual and mpletely pp site t the
purchasing pwer parity. The negative oelati n finflati nin China shws the influencef inflati n in the
exchange rate Vatility f China Likewise, if the interest rate in USA inases, USD will appreciate with
respect to CNY and GSICurrent Accunt is negatively arelated acrss two cuntries currencies (CNY,
GSD) which prve that if the current account surplus incredsan the valuef the USD will appreciate as
the CNY, SGD and USD will depreciatBy considering the FDI in USA, current account egyatively
correlated for USD/CNY, USD/SGD, states that vadfie USD will appreciate with respect to CNY, SGD.
B th the principles f purchasing pwer parity and internatnal Fischer were seen in China. The negative
c rrelati n f FDI and Current Accunt als pr ves that if the current acant r FDI. increasesf China then

211
ISSN 2076-9202



International Journal of Information, Business dahagement, Vol. 14, No.1, 2022

the exchange rate amg these cuntries will decrease, which will result in an aggati n f Chinese Yuan.
Granger Causality Test

Granger causality test is used herdétermine the pair-wise st run relati ns in between Macro economic
factors in the market. The Granger Causality tisstjar vides inf rmati n whether the past infmati n f
v latility is useful t impr ve the predictin f exchange rate enpared t the macr-ec n mic variables.
This study reliesn the cnventi nal F-statistics fr j int exclusi n restricti ns. This implies that the results
sh w whether the exchange rate and macrn mic variables have cause and effect retathip within
them rn t.

Table 2.3.Cause and Effect Relatnship between macrec n mic variables and exchange ratef USA

& CHINA
Granger Causality Tests (USA) Granger Gesality Tests (CHINA)
CURREN [0.91 | 0.352 | Nt CURRE |240 | 0.14 [Nt
USD T 6 Rejected | INR NT 1 0 Rejected
t ACCOUN TO ACCOU
INR T CN NT
2.93 | 0.106 | Nt Y 7.62 | 0.01 | Rejected
FDI 0 Rejected FDI 3 3
INFLATIO |0.03 | 0.853 | Nt 443 | 0.05 [Nt
N RATE 5 Rejected INFLATI |1 1 Rejected
ON
RATE
REAL 0.66 | 0.425 | Nt 179 | 0.19 |N t
INTERST |8 Rejected REAL 1 9 Rejected
INTERS
T
CURRENT | 4.57 | 0.048 | Rejected CURRE |4.10 | 0.05 [Nt
ACCOUNT | 8 USD | NT 7 9 Rejected
t ACCOU
CN NT
usD FDI 0.03 | 0.847 | Nt Y 5.61 | 0.03 | Rejected
t 8 Rejected FDI 6 0
CNY INFLATIO |06.1 | 0.024 | Rejected 6.45 | 0.02 | Rejected
N RATE 9 INFLATI | 6 1
ON
RATE
REAL 0.01 | 0.892 | Nt 9.84 | 0.00 | Rejected
INTERST |8 Rejected REAL 9 6
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INTERS
T
CURRENT | 0.94 | 0.346 | Nt CURRE |0.07 | 0.78 | Nt
ACCOUNT | 2 Rejected | SGD | NT 7 4 Rejected
t ACCOU
UsD CN NT
t FOREIGN | 0.52 | 0.481 | Nt Y 0.01 | 090 [Nt
SGD DIRECT 0 Rejected FDI 3 9 Rejected
INVESTM
ENT
INFLATI 0.91 | 0.352 | Nt 0.00 | 0.97 Nt
ON RATE |6 Rejected INFLATI |1 2 Rejected
ON
RATE
293 | 0.106 | Nt 060 | 0.44 [Nt
REAL 0 3 Rejected REAL 1 9 Rejected
INTERST INTERS
T

The abve bservatins test the cause and effect relasihip between the exchange rate and ne&cn mic
variables thrugh Granger causality test. The test results lgghtihat null hypthesis is nt rejected in mst

f the cases. Where the ma@c n mic variables shw a cause and effect relatship with exchange rates
are:. The cause and effeétmacr -ec n mic variables such as Feign Direct Investment, Inflath rate and
Real Interest tthe exchange rate is clearly seen in USA.
Multiple Regressi n
Multiple regressin is an extensin fsimple linear regresai. It is used when we want predict the valuef
a variable basedn the value f tw r m re ther variables. The variable we wantpredict is called the
dependent. The variables we are usingptedict the value f the dependent variable are called the
independent variables. Multiple regressals all wsy ut determine theverall fit (variance explainedf
the m del and the relative atributi n f each fthe predictrst the t tal variance explained.

Table 2.4. Multiple regression analysis of Macro emomic Indicators with exchange Rate in United

States
1. USDt INR 0.549575 0.012930 Significant
Particulars C efficients [P-Value Significance
Inflati n Rate (in %) -1.676289 | 0.401113 N t Significan
Real Interest Rate (in %) -2.089647| 0.054931 N t Significan
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Current Acc unt 0.0000001 | 0.389055 N t Significan
F reign Direct Investment 0.0000003 | 0.026059 Significant
(FDI)

2. USDt CNY 0.750976 0.000197 Significant
Particulars C efficients [P-Value Significance
Inflati n Rate (in %) 0.022699 0.876018 N t Significan
Real Interest Rate (in %) 0.344578 0.000311 Sicpit
Current Accunt -0.000001 | 0.122230 N t Significan
F reign Direct Investment Significant
(FDI) -0.000003 [0.002682

3.USDt SGD 0.663175 0.001705 Significant
Particulars C efficients |P-Value Significance
Inflati n Rate (in %) -0.039708 | 0.285227 N t Significan
Real Interest Rate (in %) 0.079898 0.000621 Sigaifi

Current Accunt -0.000003 | 0.218205 N t Significan
F reign Direct Investment Significant
(FDI) -0.000009 |0.003625

The m del shws us a significant appach t wards each currency used, where the significaned ie less
than .05 fr each currency.lt shvs that the mst influential variable that influence the exchamae is the

f reign direct investment and the real interest lR&al interest rate in USA has sim a p sitive c rrelati n

acr ss Singapre D llar and als t the Chinese Yuan. This pres the internatnal Fischer effect is relevant
and valid in United States. The below regressiatetras China shws us that all the data used is significant and
als inflati n rate is shwing p sitive c efficient acrss all the exchange rates. This validate purchasing
p wer parity principle in China. Feign Direct Investment is alseen t be significant acrss all the levels.

Table 2.5. Multiple regression analysis of Macro emomic Indicators with Exchange Rate in China

1.INRt CYN 0.696571 0.000812 Significant

Particulars C efficients |P-Value Significance

Inflati n Rate (in %) 0.013010 0.401113 N t Significan

Real Interest Rate (in %) 0.003420 0.054931 N t Significan

Current Accunt 0.000000 0.389055 N t Significan
214
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F reign Direct Investment
(FDI)

-0.000004

0.026059

Significant

(FDI)

2. USDt CNY 0.886822 0.000001 Significant

Particulars C efficients |P-Value Significance

Inflati n Rate (in %) 0.125251 0.256323 N t Significan
Real Interest Rate (in %) -0.000798| 0.990807 N t Significan
Current Accunt -0.000004 | 0.590269 N t Significan
F reign Direct Investment 0.000000 0.000001 Significant

(FDI)

3. SGDt CNY 0.504932 0.024550 Significant

Particulars C efficients |P-Value Significance
Inflati n Rate (in %) 0.103934 0.043654 Significant
Real Interest Rate (in %) 0.018703 0.545865 N t Significan

Current Acc unt -0.000004 | 0.354319 N t Significan
F reign Direct Investment -0.000003 | 0.618853 N t Significan

Standard Deviati n

Standard deviatn is a statistical term that measures the w@mh f variability r dispersin ar und an
average. Standard deviatiis als a measuref v latility. Basically, these used tsee hw much each
currency has changeder the years, and figure ut the v latility, the standard deviatn is used.

Table 2.6. Volatility Measurement of developed coury currency

Particulars Standard Deviati
us 22.493101
China 3.0327339

The v latility fthe US and China is measured tigh standard deviath. The US Dllar has appreciated
ver the years with a Vatility in the data f 22.49 while the Chinese Yuan has been stable jwigha
v latility f 3.03, which is due tthe exchange rate regimdlf wed by China.

It was Inferred that the nst influential macrec n mic variable t the Indian exchange rate
was Inflati n and freign direct investment, and current amst which was als pr ved significant in the
regressin and Granger Analysis. Purchasingmer parity thery proved in India which stws that if

inflati n increases then Indian rupee will depreciate alsiey and vice- versa. It proves that e st

influential variable t the exchange ratef Indian Rupee is the inflath rate.Freign Direct investment
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sh wed psitive c rrelati n in Granger and Regressitests indicates that the increase in FDI willatee
demand f the Indian Rupee and the valukIndian rupee will appreciate .Singap D llar sh wed a

v latility f 16.17, where ver the years it has successfully appreciated.a&has perfectly managed the
exchange rate with just latility f3.03 ver the last 20 years. They have successfully methadgeep the
exchange rate W, s the exprts c uld be cheaper which creates demand for chinese RRasl Interest rate is
again a very imprtant variable which has stvn cause and effect relatiship even in the granger test which
means that the INR-CNY will definitely increasehe real interest rate decreases and vice-versa.

The m st impactful macrec n mic variable t the Singapre exchange rate was Inflati
f reign direct investment, and current amat which was als pr ved significant in the regressi and
Granger Analysis. Inflath was a surprising variable which was seen havicguse and effect with the
Singapre D llar. M stly as inflati n increases every year and the Singagl Illar has als appreciatedver
the years it is stating a cause and effect reiatiip.Current Accunt is p sitively ¢ rrelated with Singape
D llar which means if the balancé Current Acc unt increases in Singage, then the Singape dollar will
appreciate and vice-versa.

The United States exchange rate has appreciatetetdusly ver the years, and has als
maintained cnsistency in the appreciati. Over the years the US [ar has a vlatility f 22.49, which is
extremely high, but as the currency has appreciate f the times, it is cnsidered t be really g d.The
m st influential variable in the United States is Raterest Rate, which algr ves the Fischer Effect true.
The interest rate is asidered a maj variable which shws significance in the regresai analysis. The
sec nd m st influential variable in United States wd be inflati n which als sh ws cause and effect
relati nship in the granger test This pes the Purchasing power parity theory in USA.Uhi¢ates pts f r
the fl ating exchange rate regime, while India, China &wmgapre pt f r Fixed Exchange Rate
Regime.The Chinese et my has wnderfully managed the exchange rate, by keepingwtand als
ensuring less vatility, t increase the infw f f reign direct investment and al$ increase the trade
balances ver the years. The Chines @acmy was cmpletely c rrelated with the exchange rate principles.
The granger causality test alsh ws us the cause and effect relaship f vari us exchange rates and
macr -ec n mic variables which can be used by investt hedge the riskf financial markets.

SECTION V - CONCLUSION

This paper fcused n the impact f macr -ec n mic variables and its impactn devel ping and
devel ped cuntries currency value. This study used statisticals f r analysis were: Unit Rt Test,
C rrelati n, Granger Causality Test, Multi-Regressand Standard Deviati to know the relation between
macro economic indicators and exchange rate. Stdndieviati n clearly shwed the vlatility f the
exchange rates very high in deva@hg c untries as cmpared t devel ped cuntries. China had
successfully managed tnanage the exchange rate with datility f just 3.03 ver last 20 years. Most
influential variable in Indis determining the Rupedue was Current Accaint Balance which waslf wed
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by f reign direct investment. The devping c untries f cus much mre n bringing FDI int the c untry
and als f cus n ther factrs t ensure the em mic gr wth f the c untry. In India inflatin had als
sh wn substantial significance in thelatility in exchange rate. The Singap g vernment is cntinu usly
managing the Singape D llar t ensure stability and appreciati The Singapre m netary authrity has
als all wed the interest rate fl w freely which is again a main reasf r reduced inflatin, and increased
interest rate which results in the appreciatif Singap re D llar ver the years. In devgded c untries like
China and United States the interest rate is seamagjr variable and alsthe Internatinal Fischer effect is
als visible in b th of these cuntries. M re ver, there is dynamic linkage and-m vement within the
exchange ratef ec n mies t a certain extent even when the maagc n mic variables are integrated
t gether. Hence, the macro economic variables of tciesn were successful in explaining thdatility
m vements in the exchange rate ane level f significance.
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ABSTRACT

This research report is based on the impact ofitrgiprograms in banking sector. Training is themma
factor for the success of any organization. Org#tion invest on employees training programs withabre
objective that it will enhance the performance aipboyees and increase productivity. This study was
conducted on the employees of National bank of $?aki Data was collected using two measures. &irst
secondary data was collected from past studiesarels articles, and newspapers. Second a survey was
carried out using questionnaires. Impact of trgniwas collected in survey by collecting data with
dependent variables. Retention, professionalisih seif-efficiency are the dependent variables f skudy.
Reliability analysis, Regression analysis, and €ation analysis was tested on collected data. IRestuow

the training has a positive impact on Retentiomfgesionalism, and self-efficiency. It is concludibat
training program has a positive impact on retenpoofessionalism and self-efficiency of the emplese
Successful organizations should invest on the itrgiprograms of the employees to overcome turnover
issues.

Keywords: training, retention, professionalism, self-effiadgnregression analysis.

INTRODUCTION

Organizations looking at the success recognizééimefits of using of training. Employees' developtrie

an important factor for the success of any orgdin@a. In human resource management the trainifegsre

to a process in which trainees learned new knovéedgills and attitudes. Human resource development
consists of three main parts, (1) training and tigraent, (2) organizational development and chaf@je,
development of employee’s career. Employees trgihes been recognized as one of the best approach f
maintaining organizational attractiveness. Duehig fact that organizations want employees withhéig
efficiency who can use their best knowledge, skilfgl abilities to achieving the required objectieesl
completing the organizational goals (Gunu et &113).

Now in a competitive world, training and developméas been converted into the important aspect of
organization and are paying essentials role for drganizational success and value. Training of the
employees and retraining him is frequently used aseasurement to address as underperformance and
increasing performance of employees. Training opleyees found as the most reliable tool to improve
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employees and organizational productivity (Bhatiil &aur, 2009). Organizations spend millions ofeep

for the development of employees every year to ampgompetition in market (Kauffeld et al., 2010).
Employee training programs have increased invedtraed now more employees have trained today
(Blandy et al., 2000). The number of training hoursr person has increased (Heathfield, 2009).
Organizations have a primary expectation with thpehthat employee training programs can improve and
maximize the efficiency of employees, thus incnegghe production of organization (Nielsen et 2010,
Sahinidis and Bouris, 2008). Significant organiaasil resources are invested on employee training
programs time to time. Pakistani organizations ajsend huge budget on employee training prograrhs bu
still improvement is needed in the method of tragnof employees for achieving expected results td2ees
and Rehman, 2012). Training of employees is expthims “a scheduled and organized effort to change o
develop new knowledge, skills, abilites and attés of individuals by learning experiences to
understanding effective performance in any actigtya number of activities” (Garavan 1997, p41)stPa
studies show that if effective training programgpaortunities for development through learning haeen
established than they lead to numerous professiouiiomes like as enhanced retention of employees,
increase in the employees self-efficiency (Arn@d05, Herman, 2005, Govaerts et al., 2011).

Mckeown’s (2002) defines retention of employee astraggle which is attempted by the organization
towards constructing and development a working renment which stimulate present employees, to stay
longer period of time and loyal with organizatidiinis would be attained by meeting all the requireta®f
employees. There is also a fear of the associatddeb with the retention issue, such as new renarit
budget and alternatives as much as the strugglentontaining employee with the organization. Bussin
(2002) articulates that prices include encouradinginesses and at the same time as harming customer
While every organization has must keep it in mihdttemployees of the organization are the ultimate
valued possession. No one organization can opésafienction without help of its workforce. Beverand
Sharon recommended that training programs consassecost for the development of employees instant t
recruit new worker as 70% to 200%. New cost shawlthe form of advertisement, recruitment, training
and development of new employee, as well as the wich should be lost till the new employee w#él b
stable in the organization. The process of recrgitiew worker for the required job need more budigeh

the organization, it is a long-term procedure, driths been emphasized more than the struggle itctaira

an organization's old employee. Jeffery (1993) a&ixpthat when an employee leave an organization he
would take with him critical information data ofetforganization, and employee share this informadimta
with the competitors companies, then this will dgmahe setup of institution in terms of its straegas
well as confidential future plans and would seera akallenge for organization to attain its goals.
Professionalism is being understanding a specificik of occupation. Professionalism is the skiltgl a
abilities in the organization that have an advaediagublic status (Evetts, 2003a). A long deal lesesnbmade
between social experts that work in the organizmaéiod relationships related to other enterprisgdyap
different ways (Evetts, 2011). For knowledge-basecupation, a human worker must attend the negessar
education and professional training programs (Bye2003b). Human job position is a classic form of
decentralization of work control in the organizatigorofessionalism is an important element for the
development of the common society (Evetts, 2003a).understand the ideological form of effective
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features occupations in long-term, professionalismonsidered as controlling of the organizationigh
resources (Evetts, 2011). It is conceptualizeddsearchers that set of collective principles of leyges
have enabled to get special social status andgskreat work (Wilensky, 1964, Vollmer and Mills, 186
Boyt et al., 2001, Coughlan, 2001, Parkan, 2008, Evetts, 2003a and 2011). Despite this long pmces
importance of professional skill has become so rijleavident, because different professions are
transformed into a professional trim as Profesdisma (Wilensky, 1964, \olimer & Mills, 1966).
Sociologically past studies comprised that cornfigt (even self-contradictory) clarifications of
professionalism (Evetts, 2003a, Boyt et al., 208dmmer, 2000), due to professionalism might Idse i
concept in social clarifications, which is creatingrried situation about its hypothetical appealdfessing
the unpredictable issue of the hypothetical conogprofessionalism, a remarkable struggle to rahared
professionalism, by perceiving qualified attitudesl behavior level of employees from organizatidreits

of professionalism the occupations extent at wagpl(Parkan, 2008, Evetts, 2003a and 2011, Bogh et
2001, Hammer, 2000). In conjunction with profesaiem traditional sociology studies have a
responsibility to create professional behavior, km@lated struggle and positive change in workplace
(Wilensky, 1964, Vollmer & Mills, 1966, CoughlanP@1). Professional association of employee plays an
important role in strengthening the values of dgssional employee, beliefs, ideology and personatiis
remarkable that discourse of professionalism iswmrk at macro level of professional occupatiohslso
works as control implements of employees at miexeel in organizations, it creates employees atgyd
behaviors, beliefs and confidence (Evetts, 2003a).

Self-efficiency is defined by Bandura that selfi@éincy as “Self-belief is the main capabilities \Wwhich
employees control over actions to achieve orgaoizat objects” (Wood and Bandura, 1989).
Self-efficiency relating to learning of individuaélf-confidence and belief system, capacities tecéfely
achieving and transferring required objective kremge (Gist et al., 1991). Bandura (1986) statet tha
employee with higher self-efficiency helps to aekiedifficult task rather than employee with lower
self-efficiency. These individuals have prospectieeperform well in training programs and retaire th
higher motivational level for applying knowledgeabkkills and approaches on the work place.
Accomplishment of training outcomes, self-efficign@ays an important role (Haccoun and Saks, 1998).
Salas & Cannon (2001) suggested that self-effigidmave a relationship between struggles to establis
self-confidence and prospect by using learnedsskill the job. Past studies verified positive retathip
among self-efficiency and training (Gaudine and s5a004, Chiaburu & Marinova, 2005, Kirwan &
Birchall, 2006, Stevens & Gist, 1997, Mathieu et 8092, Velada & Caetano, 2007).

Literature Review

Retention

Retention of the employee refers to a nonstop pooéthe organizational ability to retain it workéonger
with organization. Employee membership with theaoigation depends on the ability of the organizatm
maintain its employees. With the availability ofrmier of jobs in the market qualified and experiehobs,
organizations have learned that the balance of pewemployees' rights has changed (Brown, 2001).
Increasing in the employee turnover rate often datdis the major challenge for the organization.
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Maintaining competent employees for long term ipamant for the achievement of organizational goals
Organization's management to be aware of the appesaof retention, to maintain employees with
organization. Literature is available in a largewfity on the topic of retention. Ramella (2003)rid that

the employee’s retention becomes the main policytde organization to achieve monetary success. The
retention of employee has gained significant imguaee for the current day organizations, although piart

of the external environment.

Initial study shows that the retention of the emypld have play an important role for the success of
organization. Cappelli (2000) elaborate that ret¢\eaining programs of employees working environime
opportunities for the development, reward systefacefthe organizational success. Another study show
that employees stay more with these organizatiomsrevthey find a sense of pride, then employeeg pla
their best role in these organizations. Cole (20€3cribed that working environment, opportunifies
growth, development of employees, and relevantitigiprograms effect organizational success. Engadoy
retention means the struggle of the organizatiooveErcome turnover issue. Past studies also recowhede
that organizations success dependents on workergnagement of the organization made policiegtier
retention of loyal worker then they can easily agbigoals, and get competitive advantage in thé&ehar
Johnson (2000) has defined retention as the catyatbilthe organization, to keep loyal employeesger
than your competitors to catch him. It has beerplasized on many studies that the analysis of
employee’s retention, should be considered more thee level because retention effects can occur in
different stages (Clean and Kozlovaki, 2000).

Training programs are directly linked with the eoygle’s performance, it’s also increase level ofivadion

on workplace, and bound to stay loyal with orgatidag which is directly solution of retention preioh in

the organization. It is also founded that trainprggrams have ability to push employees to do betith
more commitment in the organization. The rewardesysfor the employees categorized would be under
two parts one is monetary reward and other is nonatary reward. Training programs for the employees
consider under the non-monetary reward. No caghitsin non-money rewards and it may be benefinial
the form of tangible or intangible. Some exampliesuzh benefits include participation in decisioakimg,
improvement in working conditions, increasing gefformance of employees, work on professionalstask
job identification etc. David (2002) has given atien to the victims so that recognition prograreidd be
encouraged to people and it can also be explaineth® fact that recognition programs help to inseea
worker motivation at workplace in the organizatiamich have ability to decrease retention probleStatt
(2002) stated that the training programs are merefitted as these are nom-monetary in the natieeate

of non-monetary reward like as training programgmployees consume low cost as compared to reguiti
new worker for retention issue.

In (American Management Association, 1999) condli@estudy on workers retention problems of the
organizations, and resulted that turnover of thepleyees took placed as a serious challenge for the
organizations of the present day, for the retaimhgmployees, organizations are using differepresaches
and techniques. The human resource management pasider retention problem of employees as
all-rounded element in the organization. Organ@atiecruit right people and continuing works on the
implementation of the process by which organizatietain and engage it competent and loyal employees
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for a longer period of time (Freyermuth, 2004). Boypes demand has increased several times aga@st t
previous, past when the employee is just about #aary. But the current day, employee is not oalgted

to their salary, employees also belongs to workeggpce and cultural perspective, flexible, dynaamd
friendly environment at the work place. In order develop such a viable strategy, organization must
understand the needs of employees. Employees imtesitategy has to be set on the top in the basine
process of the organization, or the entire efftattsng from recruitment can prove void (Earle, 200

Hytter (2008) explains that if organization redusmployees turnover rate by using its strategiesn th
organization can reduce their recruitment costsl protects them from the loss of talented and loyal
employees. These are the main factors to reducentipboyee retention problem and help to organindto
retaining its employees, compensation, working mmment, employee growth and development, related
training programs, relationships with managers amdanization. There are some benefits for the
organization to maintaining its employees, becaasspanies avoid the difficulties of custom servjcedd

it increase the moral implementation of organizaian the market. It has been observed that a vernof

the employees leads to further turnovers in thammation, which is not well for the organizatiogabwth

and stability, thus organization make strategie®tiuce the rate of employee’s turnover. (Steal.eR002)
suggested that organization want to stay stabthemmarket and want to compete for the competitiay
maintain employees with the organization, througiemtion strategies, and investing on employee’s
development, like as related training programs tionéme.

Organization use different approaches and techsitueetain its employees. Earle (2003) statesithets
come to know that if organizations fail to propeuge its retention strategies in their businessqsses,
then all efforts may be meaningless. Training af #mployees is used as a technique for reducing
employee’s turnover in the organization. Trainprggrams also use to enhance employees perfornaénce
work place which is indirectly linked with the rexing turnover issue. Employees plays always impbrta
role for the achievement of organizational goatsestment on the development of employees motivate
employees to work stay committed for a long perificining programs which are not visible in theunat
but having worth on the employee’s retention, pssienalism, and self-efficiency in the organization
Where the training makes personal developmenteiritividuals it also develops overall organizatitin
organization arranges properly developed trainiregams than easily they achieve settled targdis. T
banking sector in Pakistan is the largest custatealing services of Pakistan. Both government ancie
companies are working in this sector. Organizasioknowledged that his employees are a great amskief
organization, and still need to do a lot, for depéhg employee’s skills, so that these employeas ca
perform the best of their skills and ability. Witis aim, it is confident that the organizationiritag and
development department is engaged in the continaotigties of the employees. This regular trainargd
development of the employees has change a govetnowemed bank to become a corporate sector
organization in view of customer services, The eygés' training program has played an importart irol
changing the national bank of Pakistan.

This study should elaborate the organizational tppes adopted for employees. Retention of employees
arise as a serious challenge in the banking ingusirm previous few years. This study will help to
understand the strategies adopted by NBP for eraplogtention and impacts on the organization.alihytit
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is found that the employees training programs haveositive impact on employees. Opportunities of
employee’s development help to reduce turnoverthefdmployee. It is also observed that organization
regularly conducting training programs for emplayg@éay significant role in employee professionalisna
self-efficiency at workplace.

H1: Employee training has positive impact on retemtio

Professionalism

Professionalism, cannot be deliberated in separatib should be included with work performance,
effectiveness, population, efficiency, integritychgéevements, identities and stability. Beaton (3010
Professionalism can be introduced as the combmati&knowledge, abilities, confidence, professiacsidlls,
effectiveness, self-efficiency others get to perfothemselves in the service of life. Thompson (3000
explain analysis of the professionalism as knowdedfjthe body, which has a high level of commitment
social and acceptance of personal responsibildy,camply with knowledge application, values and
principles with maximum impact. Guides to practias,independent decision rather than bureaucnagc r
Sundin and Hedman (2005) suggested that theoryotégsionalism can focuses on the knowledge, &sijit
and skills, importance to the application of knadge in the field of centralized commitment. Eveegter

of the organization has the effective and efficistaff and the burden of appropriate work on itpkyees.
For the professionalism in the working environmemganization recruit, develop train, promote its
employees (Sanusi, 2002).

Professionalism, especially considering as forat@upation sector, businesses are powerful workhiinze
benefited social status (Evetts, 2003a). Deal batwsocial experts that when practicing work, emgésy
and its relationships in comparison to other comranterprises, used different style for the achig\on
professionalism at workplace (Evetts, 2011). Foovikdedge-based occupation, employees needs for
professional education and training participatiBagtts, 2003b). An extensive dimension to undedsthe
operational features of professionalism, sociaketgphave mastered the job managing work (Evedts] )2
Employee’s conversions common values have becopebta of gaining professional attitude and behavior
in social work with high social status at work spd@Vilensky, 1964, Volimer and Mills, 1966, Cromp}o
1990, Boyt et al., 2001, Coughlan, 2001, Parkaf82&vetts, 2003a and 2011). Despite this longgssc
importance of professional skill has become so rigleavident, because different professions are
transformed into a professional trim as Profesdisma (Wilensky, 1964, Vollmer and Mills, 1966).
Professional links play main role in strengthertimg principles, beliefs, and individuality of ancapation.

It is noteworthy that professionalism talks notyom an occupation, it also works as micro-levettmtrol
mechanisms in the organization, as it creates aadge behavior of the employees at workplace (Evett
2003a). There is relatively recent power to creatifferent stable amount of behavior in employees] it
professionally trying to understand that the pphes and beliefs systems of the employees to reattiee
organizational standard (Evetts, 2003a and 201iyrdVlevel of employee practitioners, a reasonable
professional systems, comes to describe how emgdoyespond, behave and offer advice, suggestion at
workplace (Evetts, 2011, p401). Professionalisnms®rs occupation as professionally, in which irdial
employees, increase and level of special valuesdahef systems, which consider their occupatiovefts,
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2003ab and 2011, Parkan, 2008, Boyt et al., 20@Mrer, 2000). In stable way, professional employees
may have different measures to work on professigmaiciples and standards of working during their
professional work at the organization. These diffiees in professional behavior will be important tfee
changes to employee’s job satisfaction, and jobesg

In public sector, professional skills for businesss important for employee posting and skill abpities,
follow the principles of recruitment according toetknowledge and capabilities of training programs.
Although it is mentioned that lack of professiosélll within the organization should be the resdlies
non-educated organization, which is considered waedusnd incredible for quality learning process thue
employees in the organization. This will lead ofigations to a shortfall of good workers in the gngation.
Organizations are looking for suitable employeesirta relevant skills, knowledge and attitudes, and
abilities to fill the shortfall. It is important fahe worker to understand the quality learningcpss in the
organization, to enhance and development of priofieas skills and ability to perform their job.
Organizations are capable of dealing with approprikills, knowledge and behavior by reducing the
requirements for effectively handling professioséllls at workplace, employees should understared th
work-by-step learning process in organization tanpkete their job (Nyameh and James, 2013). It is
necessary for an organization, in order to creadind maintaining the professional skills in the &ypes
must investment in training programs. This literaton professionalism proved that organizationlgasi
creates and increase employee’s professionalismv@sting on relevant job training programs. Theref
according to this literature organization must stven the training programs of employees which are
directly affecting the employee’s performance atkptace.

H2: Employee training has positive impact on profesaiism.

Self-Efficiency

One of these positive factors that have meaningfid among employees at workplace in organizat®on i
self-efficiency (Bandura, 2012). Self-efficiencypkaced as one of the internal factors in the degdion. In
reality, self-efficiency is sort of behavior thahpacts on varied levels of behavior among employes
workplace. This positive internal observable faets lbeen firmed as dissimilar forms of individuals’
behavior, attitude and motivation (Judge and B&@f)3). In truth, self-efficiency .drive from thessur
principles that integrated as recognizing, motosatiinvolvement, selective training process (Juegal.,
2003). Self-efficiency and professionalism help ypes to better decision making and achieve ateura
results during work. On the other hand, the extsteanf self-efficiency is not automatically andrieates and
grows in various levels of employee’s life (Bandu2@12). Some of the main levels of self-efficienay
employee’s performance should be consider carefllfact, implementing self-efficiency by emplogeie
the organization is directly linked to itself. laldition, employees and their capabilities shouldkbewn
without any prejudice. In this way, employees caonmte their skills and change their innocencehim t
organization (Macak et al., 2007).

In continue, there are some of theories and appesaexplained toward the self-efficiency of emptse
(Maslach et al., 2001). Social cognition theorycdssed about self-efficiency and explain human Weha
at society which effected by personal knowledgdissk Behavior .and environment in four points|ibé
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and its influences on motivate to work and persdomgieve. Bandura (2012) also declared that the
self-efficiency is a kind of decision about theiindual's employee’s skills and abilities. In fatttis internal
element responds behaviorally responses of emplagpeemotivate to perform high performance at high
levels, while it is seemed that employees with higte of self-efficiency performs well as compasdaw
level of self-efficiency (Aarti and Mehrad, 2014yurnal of Educational Health and Community Psyatpl
\ol 3, p101).

Certainly, low level of self-efficiency occurs Wwittmployee’s performance which is directly related
some neutral behavior like maximum prejudice, lagmin the working environment. Maslach (1981)
proposed in psychosocial theory which have beetaggr about the absence of consideration of siids
lead to unexpected responses such as emotionglidatilepression, low level self-efficiency, thapeleds
on organization success in the society (Maslaci81Maslach and Jackson, 1981). The basic princple
the current study is to evaluate the relationsldpwilen self-efficiency and relevant training progsaof
employees of the organization. Self-efficiency o twvorker should be increase by the training prograf
the employees have training on related work theay tten easily change the work environment of the
organization, which is directly connected with a&sl@ment of desire goals and become a cause of
organizational success. Therefore according t@bwve literature it has been found that if the oizgtion
invests on the training programs of employees they can increase employee’s self-efficiency at
workplace.

Today, organizations around the world are beingptatb policies which helps to increase employee's
professionalism, self-efficiency, and decreasechduwer problem. Organization with help of training
programs, increasing employee’s abilities to comvidre requirements of its customers, and help tdema
strategies to deal with the new way to meet theathels of employees and organization.

In American Management Association (1999) publistzedeport indicating that the identification of
employee's work improves the level of motivatioremployees. The report also emphasized the fattttha
is possible to remember most employers to appeethabugh non-financial benefits as compared td cas
rewards that only correspond to the employee'sysalm the other hand non-financial benefits cavvigie

as training programs which directly improve emplesyavork style, professionalism, self-efficiencydan
reduce the rate of employee’s turnover from orgation. Similarly it has been seen that in orgamzat
employees retention, professionalism, and seléiefficy depends on the working environment of thakba
This means that a good working environment helpacinieving organizational desired goals. It wa® als
seen that the increased of training opportunityttier employees help to change the working enviraime
Which is necessary to overcome retention turnovelpm in the organization. Work-life policies apped

by the organization for employees have positivedatpon the employee’s retention. Studies show that
employees continue with the organizations whereiired job task and carriers path were well expldine
Employee’s professional prospects with regular oppiaties for development and extensive geographica
and active exposure also worked with the orgaromator a long time. Employees should continue with
those organization where professional working emrnent exist, which help to developed employees
professionalism. Similarly, related training pramsahave also increased the professional skillsarking
environment of the organization. The prospectsaftiibution and maintenance of employee’s prosperit
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provide relevant training programs an important afpmity to enhance employees' satisfaction,
self-efficiency and professionalism. The role ofwarking environment in the organization place a
significant position, which effect on professiormaid psychological abilities of the employees, ands
was seen in the organizations.

H3: Employees Training has positive impact on sditefncy.

Figure 1 Conceptual Framework

The above diagram is the conceptual framework whkiabws the independent variable which is trainihg o
the employees and its impacts on dependent vasi&#tdéention, Professionalism, and self-efficiency.

Research Methodology

Sampling and Data Collection
By this research two type of data would be gathepeidhary as well as secondary. Data would be toget
from employees of NBP, through questionnairesidilyt 200 respondents covering of the 25 brancHes o
NBP bank Hazara division, Khyber Pakhtunkhwa weetected. Which is the part of primary data.
Secondary data was collected by studying pastlestidooks, journals, newsletters, and using other
available resources.
The researchers facing issue on the base of tithesample size, as well as the stress of collecgagidata
decide on. To catch that has to come a samplédlseepresents the population and can usually rttele
statements. Sample size decided by the reseaci280i of 25 branches of the National Bank of Pakist
Hazara division, Khyber Pakhtunkhwa, out of whicB81be the part of this research. Moreover
guestionnaires were distributed by different ways on the personally visiting the 15 branchesefiank,
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and reaming distributed by post office and by eteut email, then collected their responds. Degpigefact
that sample size is small, but the results willalistbe effective to use as output.
Measures
The questionnaire consists of 4 sections and 33tiums. Questionnaires designing procedure adviged
(Zoltan 2003) that, there is a lot of cycles thagib with the decision-making recommendations dmed t
result of structural analysis about the combineth danalysis. Questionnaires designing proceduretdad
keep in mind the following points, which help tdleot the most reliable and accurate material.

Information need from the employees

Employees respond to profiles and research hypisthes

Questionnaire’s communication style

The language that will be easily accepted by engsey

Check the gquestionnaire before distribution so énadrs can be corrected

Finally distribution of questionnaire were made aath collected for analysis
Results & Discussion

Demographic of Respondents
The initial data was combined with the use of goestaire, which was divided into workers of the NBP
understand the subject of study. This chapter deduthe quantitative and qualitative data, reptesein
the form of tabulation charts & graphs and othéadaols.
Respondent Age
Table 1 shown the Respondents’ Age distribution

S.No| Range | Identification | Quantity
1 18 — 27 1 15
2 28 — 37 2 62
3 38 —47 3 21
4 48 — 57 4 9
5 58 & above 5 1

The respondents have been asléabut their age so that they determine their l@fahaturity at the point

of view of this study. Collected data shows theposslents age having range from 28 -37 years are 62,
38-47 years is 21 and further 18-27 years is 15; 88 years is 9 and 58 and above is only 01. Mgjof

the employees working in the bank having the agedoen 28 — 37 years.

Respondent Gender
Table 2 shows the Respondents Gender Distribtion

S.no| Items | Identification Quantity

22¢
ISSN 2076-9202



International Journal of Information, Business dahagement, Vol. 14, No.1, 2022

1

Male

1

82

2

Female

2

26

This research measured both genders of the respassmale and female employees working in the NBP
bank. The respondents, whose involvement in tha dallection, contributed to 82 of male and 26 of
women's employees, which have a clear idea of graplsmembership issues within the organization.
Respondent Marriage Status

Table 3 shows the Respondents Marriage Status

S.no Iltems Identification | Quantity
1 Married 1 86
2 Single 2 22

According to the collected data the respondent’sriage status is shown in table 4.11. The respdsdéh
are married and reaming 22 respondent are singieured.
Respondent Professional Stature
Table 4 shows the respondent Professional Stature

S.no Items Identification | Quantity
1 Top Level 1 14
2 Middle Level 2 53
3 Supervisor 3 9
4 Managerial Staff 4 16
5 Low Level 5 16

Table 4 shows the respondent’s professional statide as executive’s. 53 respondents are middle
management mangers, 09 supervisor management, méresyerial staff and 16 as low level management
of the respondents. The study is indicated tolygestibject of understanding from an integratedpeets/e.
The distribution of professional positions includdisthe organizational structures.
Respondent Length of Service.

Table 5 shows the respondents Length of Service

S.no| Range | ldentification | Quantity
1 01-07 1 65
2 08-14 2 27
3 15-21 3
4 22 -28 4 4
5 29 -35 5 4
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This distribution shows in the table 5 is Lengthsefvice of the respondents. The respondents ceespoif
65 have experience from one to seven years, 27 dighe to fourteen years, 08 have fifteen to twemtg
year’s, 4 have twenty two to twenty eight years drithve twenty nine to thirty five years in the k&nTrhe
table 5 shows that experienced employees are wprkithe banking sector of Pakistan. This indicates

research understanding from an integrated persgecti

Respondent Educational Level

Table 6 shows the respondents Educational Level

S.no | Education | Identification | Quantity
1 PhD 1 1
2 MS 2 7
3 Master 3 63
4 Graduate 4 31
5 Intermediate 5 6

Distribution shows in table 6 is respondents edanat level. Respondents comprises of 01 have RRBI |
degree, 07 have MS/M-Phil level, 63 have Masterellelegree, 31 have Graduation level and Only 06 are
intermediate education. The table 4.14 shows t&® Morkers are well educated which help to maintain
organization position in the competitive world.

Respondent Job Designation
Table 7 shows the respondents Job Designation

S.no Designation Range | Quantity
1 Executive Manager 1 14
2 Manager 2 53
3 Cashier 3 9
4 Assistant 4 16
5 LDC 5 16

Table 7 explain respondents job designations, Hdreespondents are executive officers, 53 are Mange
working in the different departments of the bark r@spondent are Cahier, and 16 are Assistant Guadsa
working as Lower division Clerk (LDC). The wholetdashows in the tables 7 helps us to understand the
position of the despondence as well as organization

Descriptive Statistics
In this part seeks to delve into the relationsluesveen training and its impacts on the dependargbles
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retention, professionalism and self-efficiency. Amsé the research model, descriptive data wasukzkd

to find values of mean and standard deviation,etation analysis, and Structural Equation ModelNi$Bf

the variables.

Correlation analysis is performed to see the strenf relationships among the variables and to fimel
direction of the relationships. Structure Equatibodel (SEM) is tested to find the variation of ipeé@dent
variable on the dependent variables. Structure tmuaodel (SEM) tested to check the impact between
dependent variables and independent variable cfttiaby.

Table 8 Descriptive Statistics
Descriptive Statistics

N Mean Std. Deviation
Training 108 1.9509 .38366
Retention 108 1.9689 43539
Professionalism 108 1.8441 46713
Self Efficiency 108 2.0139 .53976

Descriptive Statistics of Training

Descriptive statistics of training for the sampl@8 is reported in table 8 training is use as iedejent
variable in this study. The mean value of the trajris 1.9509 and standard deviation value of thming
is .38366.

Descriptive Statistics of Retention

Descriptive statistics of retention for the samp@8 is reported in table 8 retention is use as midge
variable in this study. The mean value of the m&d@ns 1.9689 and standard deviation value ofrétention
is .43539.

Descriptive Statistics of Professionalism

Descriptive statistics of professionalism for tlzenple 108 is reported in table 8 Professionalismsis as
dependent variable in this study. The mean valuthefprofessionalism is 1.8441 and standard dewiati
value of the professionalism is .46713.

Descriptive Statistics of Self-efficiency

Descriptive statistics of self-efficiency for thansple 108 is reported in table 8 Self-efficiencyuge as
dependent variable in this study. The mean valuthefself-efficiency is 2.0139 and standard deorati
value of the self-efficiency is .53976.

Correlation Analysis
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In Table 9 results of correlation of all variableSthe study are incorporated, these results desdhe
strength of relationship among variables. This ptudes Pearson correlation analysis to find out the
relationship between independent variable Trairind dependent variables Retention, Professionalizin
self-Efficiency of the study. The results reveak tbtrength of relationship between dependent and
independent variables, these relationships arereitleak or strong and either positive or negatRadlant
(2007) suggest that the value of the correlaties lietween +1.0, if the correlation value is etans there
iS no association between the two variables andvéthee is +1.0 indicates that the association i$epée
negative or positiveCohen (1988suggested that there will be small associatiowéen the variables when
the value of r = £0.1 to £0.29, there will be mediassociation when the value of r = £0.30 to +0th8re
will be large and strong association when the valfie is £0.50 and above. Correlation Analysis of
dependent variables and independent variablesessedt

Table 9 shows the Correlation statistics Analysis

Training Self Efficiency Professionalism  Retention
Training 1.000
Self Efficiency .240 1.000
Professionalism 464 A11 1.000
Retention 454 .109 211 1.000

Correlation of Retention

Correlation of Retention is presented in Table $uRe shows that there is a positive and significan
association among Retention (dependent variablé)Taaining (independent variables) is .454 which is
moderate at selected scale.

Correlation of Professionalism

Correlation of Professionalism is presented in @&bResults shows that there is a positive andfsignt
association among Professionalism (dependent Va)iamd Training (independent variables) is .464
which is moderate at selected scale.

Correlation of Self-Efficiency

Correlation of Self-Efficiency is presented in Tal¥l Results shows that there is a positive andfiignt
association among self-efficiency (dependent végjadnd Training (independent variables) is .240ctvh
is week at selected scale.

Structural Equation Model Path Analysis

In Table 10 results of Structural Equation Modeht(P Analysis) of all variables of the study are
incorporated, these results describe the variatfaelationship among variables. Structural equatimdel
(Path Analysis) verified the variation of the degent variables on independent variables. In thislyst
training is contained as independent variable atention, professionalism and self-efficiency cetsias
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dependent variables of the study.

Figure 2 Structural Equation Model Path Analysis Graphic Model

Table 10 shows the SEM Path Analysis Model Results

Retention Professionalism Self Efficiency

P.E S.E P P.E S.E P P.E SE P

Training 454 .098 K 464 104 240 .132 .011

R2 .206 .216 .165

P.E = Standardized Point of Estimaté,(S.E= Standard Error, IV Training, DV Retentidrofessionalism
Self Efficiency

Impact of SEM Path Analysis Model Results on Retemdn

SEM Path Analysis results shows in table 10 whiekcdbe that positive and significant variation agno
retention (dependent variable) and training (indeleat variable). Beta value of the relationship ago
training and retention is .454 which is significait.000. Which shows positive and significant aaon
among retention (dependent variable) and trainindependent variable). The value Bf .206. This
implied that training of employees enhance thetienmgon in the organization. These results are istargt
with literature of the study and proved hypothdxis that training of the employees has positiveaotpn
the retention of the employees in the organizat{@teel et al., 2002) suggested that organizatiantwo
stay stable in the market and want to compete lier dompetition they maintain employees with the
organization, through retention strategies, anéstimg on employee’s development, like as relataiding
programs time to time. Hence according to pastystitdrature and results from SEM Path Analysis
hypothesis 01 of the study is accepted. Organizatiost invest in training programs of the employees
reduce employee turnover issue from organizatiorga@ization has more chance to get competitive
advantage from the market it trained and loyal eygxs stay with organization for longer spam oktim

Impact of SEM Path Analysis Model Results on Profegonalism
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SEM Path Analysis results shows in table 10 whiebcdbe that positive and significant variation agno
professionalism (dependent variable) and trainingegpendent variable). Beta value of the relatignsh
among training and retention is .464 which is digant at .000. Which shows positive and significan
variation among professionalism (dependent var)ahtel training (independent variable). The value of
R2.216. This implied that training of employees erdetheir professionalism in the organization. These
results are consistent with literature of the stadg proved hypothesis 02: that training of the leyaes
has positive impact on the professionalism of timpleyees in the organization. Human job positiom is
classic form of decentralization of work controltire organization; professionalism is an importlatent

for the development of the common society (Evei@)3a). For knowledge-based occupation, employees
needs for professional education and training @agtion (Evetts, 2003b). Hence according to pasty
literature and results from SEM Path Analysis higgsts 02 of the study is accepted. Organizationt mus
invest in training programs of the employees faréase professionalism at workplace of the empkyee
Organization has more chance to get competitivauatdige from the market if they have trained analloy
employees in the organization.

Impact of SEM Path Analysis Model Results on Selfféciency

SEM Path Analysis results shows in table 10 whiebcdbe that positive and significant variation agno
self-efficiency (dependent variable) and trainingdépendent variable). Beta value of the relatignsh
among training and self-efficiency is .240 whiclsignificant at .011. Which shows positive and gigant
variation among self-efficiency (dependent variqtd@d training (independent variable). The value of
R2.165. This implied that training of employees erd®their retention in the organization. These tesare
consistent with literature of the study and prohggothesis 03 that training of the employees hasitipe
impact on the self-efficiency of the employeeshe brganization. Accomplishment of training outceme
self-efficiency plays an important role (Haccoum &aks, 1998). Past studies verified positive icahip
among self-efficiency and training (Gaudine and s$a004, Chiaburu & Marinova, 2005, Kirwan &
Birchall, 2006, Latham & Frayne, 1989, Stevens &tG1997, Mathieu et al., 1992, Velada & Caetano,
2007). Organization want to stay stable in the mbakhd want to compete for the competition theyntaan
employees with the organization, through its sgi@® and investing on employee’s development, dike
related training programs time to time. Hence adiogy to past study literature and results from SEath
Analysis hypothesis 03 of the study is acceptedya@irzation must invest in training programs of the
employees for increasing self-efficiency in the dabr of employees at workplace. Organization hasem
chance to get competitive advantage from the mafrkbey have trained and loyal employees with hgvi
self confidence in the organization.

Structural equation model path analysis resultsvshtbe variation among the dependent variablestiete
professionalism, self-efficiency and independentialde training. Results shows that there is strong
variation among dependent variable professionalisish independent variable training which is .464&nth
the variation among dependent variable retentiehiagiependent variable training which is .454 asong
variation. The variation among dependent varialdé-efficiency and independent variable training is
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positive and week having value is .240 which is l#®n other dependent variable, but still spast study
and hypothesis.

Conclusion

This study conduct to highlight the relationshiptvieen dependent and independent variables of the
research. Aim of this study is finding of the imfrce and need of employees training programs tand i
impact in Pakistan's banking sector. Since humsouree has been developed in an important aspéoe in
organization's success; problems related to hueswources are also decorated in one or anothee thike
training programs on the macro scale, we can firad, tcountry is more developed where procedures are
more transparent and easy to understand. Newrigaimethods for the employee’s development are adopt
by most of organization. Specifically, in bankirec®r where competition is too much high and baoffex
more and more values to their customers as wetheis employees. In this study researcher selected
National bank of Pakistan to understand stratesyiepted for the development of employees.

Researcher studied past published papers, artices® studies, and found dependent and independent
variables for this research which are training,eR@bn, Professionalism, and self-efficiency. Oigations
invest on employee training programs with the cexpectation that training will empower employee’s
performance improved than before and more effiggerthus increasing the organizational productivity
(Nielsen et al., 2010, Sahinidis and Bouris, 2088)roved by this study. It can concluded that eiyeés
understand knowledge from training programs. Sugjarization who want to increase knowledge and
skills in employees must conduct and invest onvegletraining programs of the employees. On vepjcto
researcher has checked the relationship betwese faotors which are forcing companies to adopivest

on training program for employees. Researcher afiaducting this research comes on this conclusian

the major factors which is important for the comparto adopt training program to overcome on tkads

of employee turnover ratio and retain workers, aillsorease employee professionalism attitude and
self-efficiency by training programs. Researchstde reliability analysis on questionnaires to fkigha of

the questions. Which is resulted positive. Researbhs also run correlation and regression anatysiss
variable for this study and found strong relatiopsbetween training and retention professionalismd a
self-efficiency. Hence it is concluded that if bainkest on training programs of employees, thery tan
easily face the challenge of retention which is isgue for the organizational growth. Training peogs
also increased employee’s professionalism towardrkiwg environment, and increasing in the
self-efficiency of employees by which organizatisaccessfully achieve the goals and desire results.
Researcher also study the pervious researches whimhin that training have both positive and neegativ
impacts on different variables. This study providektively strong support for the existence of ifhes
relationships between training and retaining, @si@nalism. Literature of this study also supporesllts

of this results. Therefore according to this studgults, researcher suggested and concluded that if
organization want to overcome on the ratio of twarathey must invest on employees training programs
Study from (Roundbash and Barack, 2002) helps terstand which states that the retention of emgloye
has gained significant importance for the curreay @rganizations, although it is part of the exaérn
environment. In the Previous studies has been esiggtthon the analysis of employee’s retention, shbe
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considered more than one level because retentieatgican occur in different stages (Clean and ¢iati,
2000).
Now a day in a competitive environment where ewv@ganization wants to be successful lead in thekatar
must retain loyal worker with organization for an¢gpperiod. Employees are willing to learn more dod
well at workplace, so it is important for the orgamtion to conduct training programs of employees
according to their desired knowledge and skill.ifirey programs also help to increasing in employee
professionalism attitude at workplace and incressdiefficiency (self-confidence, self-beliefs)@mployee
behaviors.
Employee professionalism attitudes at workplaced l&a a stable environment which is important for
organizational success. Professionalism can benddafrom training programs. If organization need
employees professionalism at workplace than itmgdrtant for the organization to conduct training
programs for employees. In previous studies, imidigl level of employee’s professionalism were
re-conceptualizes, as the habitual standards alnelviog process that individual employee reflectiioy
their occupations in the organization (Evetts, 200and 2011, Parkan, 2008, Boyt et al., 2001, Haimnme
2000).
Employee self-efficiency helps to complete worktéein time, and also helps in decision making whg
important factors for the growth and success fa& t¢inganizations. This study helps to understand the
importance of employee self-efficiency for the segcof organization. It is important for the orgarion to
create and increase self-efficiency of the empleydtast study driven from Salas and Cannon (2001)
suggestion that self-efficiency have a relationshgitween struggles to establish self-confidence and
prospect by using learned skills on the job. Thisifive internal observable fact has been firmed as
dissimilar forms of individuals’ behavior, attitudand motivation (Judge and Bono, 2003).The
self-efficiency involves predictable performanced asutcome that improves the structure of individual
behavior and presentation at workplace (Bandur&a2R(Self-efficiency help employees to better decis
making and achieve accurate results during worga@ization conduct training programs of employees f
the increase of self-efficiency, which lead orgatian toward success. Organization can createramdase
employee self-efficiency by conducting training gmams for employees, which is already proved by thi
study.
Recommendations
In the future, NBP ready to become most commeieladised organization and it is also a more
customer-friendly organization. To achieve its édyghe National Bank of Pakistan needs to prosithetter
customer experience and also offers better quakvices, introduced new schemes and policies for
customers and employees, which are of training narog it's easy to do later .Therefore, the emerging
needs of specific sectors of the banking market, lim satisfied and strengthens its position inntlaeket.
Employee's interface needs to be fully empowerethabthey can get their corporate goals (Raudeh an
Bryk, .2002). Which is easily possible after tramiof worker towards their job. There are some
combinations of simplifying and automation of barki process, transfer of existing services to
next-generation technology, existing current irtfiasture, wild range of services and operationglegses.
Need to get in the future. This study was condufbedypotheses so that, Regression Analysis shoeld

237
ISSN 2076-9202



International Journal of Information, Business dahagement, Vol. 14, No.1, 2022

tested between independent and dependent varialladt the relationships. This study comprising3of
hypotheses, all hypothesis 1, 2 and 3of the stushgsccepted.

Hypothesis 01 which is “H1: Employees Training ks impact on employee retention” is accepted.
Regression analysis resulted that Regression betwaiming and retention was performed. The refat®
significant and positive among training and retemif the employees.

Employee retention has become an important toptbenorganizational administration and the purpafse
the current study is target the elements that wrealin maintaining employee, and help to reduceaver
issue, especially in the banking sector of Pakistndies find the factors affecting the level eftionship
and strength as they maintain employee (RamlalQ3R0If organization invest on training programs
according to the need of worker job then organiratasily decrease the turnover ratio of the retent
problems in the organizations. As the pervious aedes give their recommendation for the solutibn o
retention turnover problem with other factors, héme researcher give the recommendation that if the
employees are trained as desired training themaatons cutoff the problem of retention by inwegton
training programs.

Hypothesis 02 which is “H2: Employees Training @fshan impact on employee professionalism in the
organization.” Is accepted. Regression analysisultexst that Regression between training and
professionalism was performed. The relation is ifitant and positive between training and
professionalism of the employees.

Evetts (2003a and 2011) it has been evident ti@aptactical effort to isolate stable intellectiselatively
recent power and has attempted to understand grofedly a collective group to meet the behaviod an
belief system. On the micro level of employee ptiacters, a descriptive valued system of profession
skills explains how employees work, answer andradtérice (Evetts, 201.p401).

It is recommended that if the organization investlee training programs of employees then theyezsily
achieve their target without any problems, if tmepéoyees are trained toward their job then protessi
level at the workplace also increased. Hence thidysrecommended that training of the employeeese
professionalism at work place in the organization.

Hypothesis 03 which is “H3: Training of employeesshan impact on their self-efficiency.” Is accepted
Regression analysis resulted that Regression betwaéning and self-efficiency was performed. The
relation is significant and positive between traghand self-efficiency of the employees.

Bandura (1997) explain that self-efficiency remdigenstant after the establishment. At work, #asn that
employees take challenges and perform well to ramintheir promises with the highest level of
self-efficiency (i.e. self-belief) (Bandura, 19%Mpeini et al.,2008). Self-efficiency can help to increase the
guality of employment decision making and help écréase, stress, worry and stress at work (Chiesa.e
2016, Hiller and Hambrick, 2005, Seggelen and Damen, 28tBwarzer and Jerusalem, 1995).
According to hypothesis 03 it is recommended thatganizations invest on employees training progwa
then self-efficiency of worker increased. If thgamizations want to increase employee’s self-&fficy on
workplace then it is suggested that organizatiomest on required training programs of the workers.

Directions to future research
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Study indicate using of employees training programtsch may reduce the retention problem of the
organization. For further investigation, it mayhmdpful for further studies to open new horizomsotder to
increase external confidence, future research teffshould get a representative sample from more
organizations. Further factors affecting trainingncbe examined, which include various independent
variables. The sample size can increase in the saiustry get more power through results. Apanfriis,

if research can be done in various industries,ait provide industrial competition between different
practices depending on the development of the inglua order to get more comprehensive and deegyst
human training organizers can also be includedeapandents to show the effects of different tragnin
techniques that help in solving organization's f@ofs. Future research should focus on more detailed
interviews and focus on groups to get more comprgkie ideas of current conditions. This study ciao a
be added to other countries, which can be considaseadditional variables and national culturess k
valuable discovery to Prove that national cultgrdifferent from the country. Therefore, researstam be
able to demonstrate the effects of training program the development of banking sector, many of its
factors, which can help this system. Researcheaddrmore variable to the current study and camrare
statistical technique for more positive results.rdentioned in limitations the sample size mustdbem into
considerations, also others researchers can cdéggtin different phases.

Limitations of the study

Like almost every research our study has also simitations and some lacking. First our study had a
limited time frame for data collection, so it migig possible in future that we increase our samsipkefor a
clearer view. This study was held on a small pattdrNPB, which is the Pakistani government's basuk,
due to the entire population of banking sector, tégults may not be common due to their different
population and geographical attributes. The obstaoi the budget also hamper the study, where idata
collected from one industry and the results carcdresidered useful for the remaining industries hSac
study was not done on the government bank, frorargkry data was not available for analysis. Pux@osi
samples have been selected for this study, wheresithple variable is considered. No focus on group
discussed for this research. Data for the studycslected in the form of questionnaires by differeiays
personally visiting bank, through post office, thgb email from respondents.
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