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INTRODUCTION
Products which are eco-friendly, reusable and biodegradable in life are referred to as green
products. It is produced with usual ingredients which contain recycled contents, and non toxic
chemicals. Green products are formerly grown and manufactured under the approved chemicals.
They do not harm or pollute the environment. That is why they are referred to as ‘’environmental
friendly’’ (Mutharasu, 2014). According to Lee (2009), green products are those products whose
functions or ideas deal with the process of material retrieval, production, sales, utilization and
waste treatment available for recycling, reduced pollution and energy saving.
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Abstract: This study evaluated the influence of green products on purchasing pattern of post graduate
students in Chukwuemeka Odumegwu Ojukwu Universit,y, Igbariam. The variable of interest was green
product. The study was anchored on theory of reasoned action. The research design for this study was
Survey Research Design. The postgraduate students of Chukwuemeka Odumegwu Ojukwu University
were used as our respondents, which was 1756 in population. Borg & Gall formula was used to
determine the sample size used for the study which is 338. A total of 338 copies of the questionnaire
were administered and retrieved. Analysis of variance (ANOVA) AND simple percentage were used both
for the analysis and hypotheses testing. This research revealed that green product has a positive and
significant effect on purchasing pattern of postgraduate students of Chkwuemeka Odumegwu Ojukwu
University. The researcher recommended that Bottled water companies will continue to modify and
maintain green product in all stages of production for the safety and healthy life of their customers.
Bottled water companies should also maintain good healthy environment all the time.

Key words: Green products, Purchasing pattern, Eco-friendly, Recycled materials, Environmental
hazards, ANOVA.
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In the opinion of Chan (2012), green product growth addresses ecological issues through product
design and innovation. Green products have also been maintained as products that claim to offer
environmental benefits (TerraChoice, 2010). Examples of these products are building materials,
furnishings, consumer products, electronics (washing machines, air conditioner, fridge, etc.),
health care products, organic and green foods (Wikipedia, 2020). Durif (2010) also argued that
green products can be referred to as environmental products or ecological products. Polonsky
(2011) views green products as products with an alternative design such that less physical
resources are required during its life cycle.

That is, products are manufactured through green technology and cause no environmental
hazards. Promotion of green technology and green products is necessary for conservation of
natural resources and sustainable development (Srivastava, 2014). Diglel and Yazdanifard (2014)
identified a green product as an item that is produced in a manner that is environmentally
conscious, has minimum negative effects on the environment, product or product packaging
made from recycled materials, preserves natural resources and is manufactured locally. Campher
(2013) indicates that market research illustrates that consumers want greener products. Ottoman
and Mallen (2014) believe that individuals are seeking out green products, because they perceive
them to be healthy and organic, of higher quality, and help preserve the environment. Manget,
Roche and Münnich (2009), in support, found that consumers greatly value the benefits of green
products such as superior freshness and taste, the promise of safety and health, and savings on
energy costs.

Companies innovate their products according to the needs and preferences of their consumers
and usually consumers tend to be concerned about the environment, therefore companies prefer
to produce products that are less harmful towards the environment. Environment friendly
products tend to save money, and other natural resources. As the products can be manufactured
from reused materials or products that have been used before. The marketer's role in product
management includes providing product designers with market-driven trends and customer
requests for green product attributes such as energy saving, organic, green chemicals, local
sourcing, etc. For example, Nike is the first among the shoe companies to market itself as green.
It is marketing its Air Jordan shoes as environment friendly, as it has significantly reduced the
usage of harmful glue adhesives. It has designed this variety of shoes to emphasize that it has
reduced wastage and used environment-friendly materials (Dua, 2013).

Gurau and Ranchhod (2005) defined a green product as “a product that was manufactured using
toxic-free ingredients and environmentally-friendly procedures, and which is certified as such by
a recognized organization. Consumer behavior is the study of the processes involved when
individual or groups select, purchase, use, or dispose of the product, service, ideas or experiences
to satisfy needs and desires. Kotler (2004) opined that demands and attitudes of consumers
towards green products cannot be the same globally because of differences in culture and market
factors.

Environmental concern is generally measured to be a direct antecedent to green consumption
intention, which refers to the amount of individual care for ecology and the environment.
However, the results of prior studies are somewhat inconsistent about the extent of the
relationship between green product and purchasing pattern, just as Prashant and Ghodeswar
(2015) examined the factors affecting consumers’ green product purchase decisions. Findings of
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this study indicated that Indian consumers have level of environmentally consciousness which is
exhibited in their green product purchase decisions.  Putri, Amrin and Endang (2019) analyzed
the influence of green product, green advertising, and green brand on decision to buy, either
directly, or by trust. Green product, green advertising, green brand and trust simultaneously had
the influence on decision to buy product through consumers’ trust. Beibei, Guanghua,
Shengxiang, and Jiaqi (2020) explained that the influential factors for green consumption have
greatly advanced in recent years. Environmental concern positively affects green consumption
intention and plays a partial mediation role in the relationship between environmental
responsibility and green consumption intention. Karatu, and Mat (2015) examined Predictors of
Green Purchase Intention in Nigeria: green purchase can be increased when there is abundance
of green products. The differences in findings may be due to methodology issues, the number of
respondents, the included variables and the area of the study, which has led to inconsistency in
result, hence the gap. The study will complement the existing studies by conducting the research
in Anambra state, Nigeria to determine the true situation of the influence of green product on
postgraduate students’ purchasing pattern for bottled water in Chukwuemeka Odumegwu
Ojukwu university, Igbariam.

REVIEW OF LITERATURE

Theory of Reasoned Action (TRA) and Theory of Planned Behavior (TPB)
Theory of planned behavior model developed by Icek Ajzen (1985) was an extension of Theory
of Reasoned Action which accounted for conditions where individuals do not have complete
control over their behavior, which was broken down further into one’s intended behavior and
one’s perceived behavior. Decomposed Theory of Planned Behavior model includes subjective
norms and perceived behavioral control. According to Puschel, Mazzon, and Hernandez (2010),
the decomposed Theory of Planned Behavior, as at 2010 was the most recent of innovation
model developed, however, these have been primarily used in research. This study will use a
modified version of the decomposed Theory of Planned Behavior model in order to fully meet
the relevant and necessary objectives. The justification for using a modified decomposed Theory
of Planned Behavior model is based on establishing only the intent of the Bottled water
consumers to adopt green products and not to test the adoption thereof. The decomposed Theory
of Planned Behavior model includes three main factors that influence human behavior and
adoption: Attitude, Perceived Behavioral Control and Subjective Norms. Attitude is viewed as
one’s perception, positive or negative, towards the adoption and usefulness of a specific
innovation (Tan & Teo, 2000). Perceived Behavioral Control refers to the beliefs about having
the available resources and opportunities to adopt a new innovation (Tan & Teo, 2000).
Subjective Norms refers to the social influences that surround an individual’s intention to use a
product, service or new innovation (Tan & Teo, 2000). This study is grounded on the theory of
planned behavior.

Empirical Review

Prashant and Ghodeswar (2015) in their study, examined the factors affecting consumers’ green
product purchase decisions. The research employed a survey-based method to test a theoretically
grounded set of hypotheses. Using a 38-item questionnaire and snowball sampling method, the
data were collected from 403 working Indian respondents in Mumbai. The data were analyzed
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using exploratory and confirmatory factor analyses. Structural equation modelling was used to
test the proposed hypotheses. The results witnessed that the respondents possess willingness to
support environmental protection, realization of environmental responsibilities, and inclination
towards searching green product-related information and learning about green products. Findings
of this study indicated that Indian consumers have level of environmentally consciousness which
is exhibited in their green product purchase decisions. They are concerned with environmental
protection issues, realize their responsibilities towards environmental protection, believe in
existence of environmental problems and their solutions at individual levels, extensively search
for product-related environmental information and make environmentally friendly purchase
decisions.

Putri, Amrin and Endang (2019) analyzed the influence of green product, green advertising, and
green brand on decision to buy, either directly or by trust. Primary data were obtained from 75
respondents and analyzed by using path analysis with SPSS software program. The result of the
research showed that partially, green product, green advertising, and green brand had positive
and significant influence on decision to buy Tupperware product through consumers’ trust.
Green product, green brand and trust had positive and significant influence on decision to buy
Tupperware products through consumers’ trust. Green product, green advertising and green
brand, and trust simultaneously had the influence on decision to buy products through
consumers’ trust.

Beibei, Guanghua, Shengxiang, and Jiaqi (2020) examined that the influential factors for green
consumption has greatly advanced in recent years. This study investigated the impact of
environmental responsibility on green consumption via the mediation of environmental concern
and the moderation of price sensitivity. The questionnaire survey method was used to collect
data from 680 Chinese consumers via an online questionnaire. The empirical results revealed that
environmental responsibility can promote environmental concern and enhance green
consumption. Specifically, environmental responsibility has a positive impact on environmental
concern and also has different positive effects on green consumption intention. Environmental
concern positively affects green consumption intention and plays a partial mediation role in the
relationship between environmental responsibility and green consumption intention. Price
sensitivity plays a negative moderation role in the relationship among environmental
responsibility, environmental concern and green consumption intention. The theoretical and
managerial implications of the findings were also discussed.

Chukwu and Enudu (2017) investigated the impact of product packaging on consumer buying
behavior. Poor packaging can dissuade consumers from buying a product. A survey was used for
this purpose. The data collected from the questionnaire instrument were analyzed using
percentages and Multiple Regression. The research findings showed that a significant and
positive relationship lies between the independent variable, attractive packaging, value and
quality of packaging, impulse purchasing and the dependent variable, consumer buying behavior.
A negative relationship exists between the independent variable shabby packaging and the
dependent variable consumer purchasing behavior. We recommend that in order to be
sustainable in the present day competitive and computerized market, firms should be able to
balance both packaging and quality to meet the level of cost they need as well as build customers
confidence, loyalty and continuous patronage.
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Karatu and Mat (2015) examined ‘’Predictors of Green Purchase Intention in Nigeria: The
Mediating Role of Environmental Consciousness’’. This study used quantitative method by
distributing 150 questionnaires to lecturers in Nigerian universities. 102 datasets were returned
representing 68 percent response rate. The screened data were analyzed using regression. The
findings indicated that green availability is directly and significantly related to green purchase
intention (β=.355, p<.001), while green price sensitivity is directly and significantly related to
environmental consciousness (β=.377, p<.000). The relationship between green price sensitivity
and green purchase intention is fully mediated by environmental consciousness. In conclusion,
green purchase can be increased when there is abundance of green products. Nigerians also
believe that high priced green products will increase their awareness towards environmental
consciousness. Environmental consciousness plays a very significant mediating role in
influencing the relationship between green price and green purchase intention.

Okunuga (2019) examined the effect of green products on consumer purchase decision of fast
moving consumer goods in Lagos state. A descriptive survey design was employed with a
population of 9.1million. A sample size 307 was derived using Cochran formula and purposive
sampling technique was adopted. The data were inferential statistics (Pearson Product Moment
Correlation and Hierarchical Regression). Findings revealed that a significant positive
relationship exists between Eco labelling and Consumer Purchase Decision as revealed at 0.810
and also that a significant positive relationship exist between Eco-branding and Consumer
Purchase Decision as revealed by the positive R value of 0.911. The study concludes that
marketers of FMCGs must be conscious of the consumers ‘perception of the product. It is
therefore recommended that government should formulate and ensure the implementation of
regulatory policies that promote the balancing of ecology and economic activities by partnering
with the industry.

Summary of Literature

Green product will give a business a competitive advantage by enhancing its public image and
also as a social corporate responsibility. Businesses that are able to implement green products
have an edge in attracting green consumers and also reduce running cost in the long run. Green
products are however met with some challenges. This includes high initial cost that some
businesses may not be able to meet at first. Also, green marketing has just been practiced for
approximately 3 decades; hence not every manager is aware of how to integrate it in daily
running of the organization. Nevertheless, the importance of green products outweighs its
challenges and it is deemed necessary for organizations to be at the fore front to adopt it.
Moreover, by the bottled water managers whose business thrives on natural resources and
consumed by every breathing being. From the literature review, there has not been an assessment
of adoption of green product practices in bottled water industries in Nigeria or any developing
country for comparison purposes or review.

METHODOLOGY

Area of Study
The area of this study is Anambra state. The capital and seat of Anambra is Awka, while the
commercial hub of the State is Onitsha and industrial city of the state is Nnewi. Anambra State
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consists of 21 local government areas, with three senatorial districts such as Anambra North,
Anambra South and Anambra central.

Population of the Study
Population is the totality of any group, persons or object which is defined by unique attributes. In
order words, population is any groups that have been focused upon the researcher. To have an
extensive courage of this study, the population of this research is all the postgraduate students of
Chukwuemeka Odumegu Ojukwu University, Igbariam which is (1756) one thousand seven
hundred and fifty-six.

Determination of Sample Size

The sample size used for this study was determined using the Borg and Gall formula of (1973).
Statistically, the Borg and Gall (1973) formula for sample size is given by;

n= (Zx)2(e) [N]

(Zx)2= Confidence level at 0.05  (1.960)2

e = Error of margin (0.05)

N = Population of Interest = 1756

X = Significance Level

Substituting therefore:

n = (1.960)2 (0.05) [1756]

n = (1.960)2 (0.05) [1756]

n = (3.8461) (87.8)

= 337.68 338

n = 338

Method of Data Analysis

Statistics such as frequency count and percentages were put to use in the analysis of research
questions while research hypotheses were tested using correlation analysis and simple regression
analysis. The research hypotheses were tested at 0.05 level of significance. Analysis was carried
out with the aid of Statistical Package for Social Sciences (SPSS).

Sources of Data

The primary source of data was used in this study because of the nature of variables that was
employed. Questionnaire was used to collect data from the respondents.
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Instrument for data Collection

Questionnaire was used to collect the relevant data for the study. The postgraduate students of
the selected South East Universities were used for pre-testing the questionnaires. The type of
questions that was used in the questionnaires was a closed-ended one.

DATA PRESENTATION AND ANALYSIS

A total of 338 copies of questionnaire were administered to the respondents which was
postgraduate students of Chukwuemeka Odumegwu Ojukwu University, Igbariam. The
researcher successfully retrieved the whole questionnaires through the help of five researche
assistants. This was made possible because the questionnaires were filled on-the-spot.

Table 4.1: Response on Whether the Product is less polluted in the environment.

Frequency Percent Valid Percent Cumulative
Percent

Valid

Strongly Disagree 17 4.8 4.9 4.9
Disagree 11 3.1 3.1 8.0
Undecided 23 6.5 6.6 14.6
Agree 151 46.0 46.6 61.1
Strongly Agree 136 38.4 38.9 100.0
Total 338 98.9 100.0

Source: Field Survey, 2020/SPSS

The table above indicates that seventeen (17) respondents which represents 4.9% disagree
strongly that Product is less polluted to the environment, while 3.1% of the respondents which
represents eleven (11) also agreed to that. Furthermore, 6.6% which represents twenty-three are
undecided, while 46.6% of the respondents which represents one hundred and fifty-one (151)
agreed. Finally, one hundred and thirty-six (136) respondents which are 38.9% of the
respondents strongly disagreed.

Table 4.2: Response on whether Product package are recyclable, reusable and easily
decomposed.

Frequency Percent Valid Percent Cumulative
Percent

Valid

Strongly Disagree 7 2.0 2.0 2.0
Disagree 34 9.6 9.7 11.7
Undecided 21 5.9 6.0 17.7
Agree 199 59.6 60.3 78.0
Strongly Agree 77 21.8 22.0 100.0

338 98.9 100.0
Source: Field Survey, 2020/SPSS
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The table above shows that seven (7) respondents which represents 2.0% strongly disagrees that
Product package that are recyclable, reusable and easily decomposed are appreciated by the final
consumer, while 9.7% of the respondents which represents thirty-four (34) persons disagreed.
Twenty-one (21) persons, who represent 6.0%, are undecided, while one hundred and ninety-
nine (199) persons who represent 60.3% agreed. Lastly, seventy-seven persons who represent
22.0% strongly agreed.

Table 4.3: Response on whether End-users are ready to pay more for environmental friendly
products

Frequency Percent Valid Percent Cumulative
Percent

Valid

Strongly Agree 85 24.0 24.3 24.3
Agree 142 43.5 44.0 68.3
Undecided 34 9.6 9.7 78.0
Disagree 65 18.4 18.6 96.6
Strongly disagree 12 3.4 3.4 100.0
Total 338 98.9 100.0

Source: Field Survey, 2020/SPSS

The tables above showed that eighty-five (85) respondents which represent 24.3% strongly
agreed that End-users are ready to pay more for environmental friendly products, 44.0% of the
respondents which represents one hundred and forty-two (142) respondents agreed. Thirty-four
(34) persons, who represent 9.7%, maintain undecided, while sixty-five (65) respondents which
represents 18.6% disagreed. Lastly twelve persons (12) who represent 3.4% strongly disagreed to
the notion.

Table 4.4: Respondents’ views on products that do not harm or pollute the environment are
environmental friendly

Frequency Percent Valid Percent Cumulative
Percent

Valid

Strongly Agree 102 28.8 29.1 29.1
Agree 148 45.2 45.7 74.9
Undecided 36 10.2 10.3 85.1
Disagree 31 8.8 8.9 94.0
Strongly Disagree 21 5.9 6.0 100.0
Total 338 98.9 100.0

Source: Field Survey, 2020/SPSS

The table above shows that one hundred and two (102) respondents which represent 29.1%
strongly agree that products that do not harm or pollute the environment are environmental
friendly, 45.7% of the respondents which represent one hundred and forty-eight (148) agreed.
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Thirty-six (36) persons, who represent 10.3% are undecided, while thirty-one which represents
8.9% disagreed, and twenty-one which represents 6.0% strongly disagreed.

Table 4.5: Respondents’ view on whether the products that are manufactured through green
technology and caused no environmental hazards promote green environment

Frequency Percent Valid Percent Cumulative
Percent

Valid

Strongly Disagree 9 2.5 2.6 2.6
Disagree 28 7.9 8.0 10.6
Undecided 23 6.5 6.6 17.1
Agree 227 67.5 68.3 85.4
Strongly Agree 51 14.4 14.6 100.0
Total 338 98.9 100.0

Source: Field Survey, 2020/SPSS

The table above shows that nine (9) respondents which represent 2.6% strongly disagree the
products that are manufactured through green technology and cause no environmental hazards
promote green environment.  8.0% of the respondents which represent twenty-eight (28)
disagree. Twenty-three (23) persons, who represent 68.3%, are undecided, while two hundred
and twenty-seven (227) which represents 68.3% agreed, while fifty-one which represents 14.6%
strongly agreed to the above assertion

Table 4.6: Respondents’ view on whether Products with natural ingredients are environmental
friendly

Frequency Percent Valid Percent Cumulative Percent

Valid

Strongly Disagree 26 7.3 7.4 7.4
Disagree 28 7.9 8.0 15.4
Undecided 14 4.0 4.0 19.4
Agree 128 39.5 40.0 59.4
Strongly agree 142 40.1 40.6 100.0
Total 338 98.9 100.0

Source: Field Survey, 2020/SPSS

The table above shows that twenty-six (26) respondents which represents 7.4% strongly
disagrees that Products with natural ingredients are environmental friendly, 8.0% of the
respondents which represents twenty-eight (28) disagreed. Undecided (14) persons, who
represent 4.0%, responded undecided, One- hundred and twenty-eight (140) which represents 40
% agreed. While one hundred and forty-two (142) respondents which represents 40.6% strongly
disagreed to the above questions.

Test of Hypotheses

Ho: Green product of bottled water does not have significant effect on purchasing pattern of post
graduate students in Chukwuemeka Odumewgu Ojukwu University.
ANOVA
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Sum of Squares df Mean Square F Sig.

Between Groups 293.995 3 73.489 241.453 .001

Within Groups 31.428 335 .163

Total 325.423 338

Source: SPSS Version 20, 2020

The test table revealed that small significance value (F. sig<.05) indicates group differences.
Since the F- value of 241.453 which has a significance of .001 is less than .05 (i.e .001<.05), we
reject the null hypothesis and accept alternative hypothesis. Therefore, Green product of bottled
water have significant effect on purchasing pattern of post graduate students in Chukwuemeka
Odumewgu Ojukwu University.

Conclusion and Recommendations

The outcome of this study based on the analysis using Simple percentage and ANOVA
regressions has shown that green products has positive and significant relationship with
purchasing pattern of postgraduate students of Chukwuemeka Odumegwu Ojukwu University,
Igbariam. It also proved that environmental consciousness fully meditated the relationship
between green product and green purchase intention. Thus, green availability will strongly
enhance green purchasing pattern. Kasali (2005) maintained green product as an illustration of
goods or products produced by producers that are related to security and do not have an impact
on human health and do not have the potential to damage the environment. Green products are
created to meet consumer needs for products that can guarantee safety and health. This research
is in line with the research conducted by Gil and Depar (2018) which proves that green products
have a positive and significant effect on trust. Green product which is appointed about
environmentally friendly product quality, is trusted by consumers, especially by consumers who
maintain health and care for the environment. Bottled water companies will continue to maintain
green product in all stages of production for the safety and healthy life of their customers. The
bottled water company should also maintain good healthy environment all the time.
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INTRODUCTION

The recent coronavirus (COVID-19) has forced immediate, far-reaching lifestyle shifts for
consumers around the world, and these changes are likely to stay beyond the period of pandemic
itself. The global retail industry is experiencing an unprecedented crisis in the wake of the
COVID-19 lockdown and its economic recession (ER). France's economy, together with several
other countries, is expected to experience an ER as it may shrink by 8 percent in 2020 due to
COVID-19 (Statistica 2020). U.S. retail sales also dropped by a historic 8.7% in March, and are
expected to drop by (at least) 20% moving forward, according to the National Retail Federation.
Faced with uncertainty about the future, many firms are responding to recession by adapting
their marketing strategy to changing consumer behavior (The Nielsen 2020). Google, among
many other firms, has recently announced a cut in marketing budgets by as much as half, while
before the pandemic, they expected to increase marketing spending from the previous year
(CNBC 2020), as they did after the ER of 2008.
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Abstract: The main aim of this study was to examine the effect of entrepreneurial responsive strategies on SMEs
business survival in COVID-19 pandemic era in Rivers State of Nigeria. The population for this study is 377
registered SMEs in Rivers State of Nigeria. The simple random technique was used to select one respondent each
from the 377 firms studied. Data for the study was collected by means of structured questionnaire. A total of 377
questionnaires were sent-out. Of the 377 respondents contacted, 261 participated in the study. After careful
scrutiny, a total of 209 usable response sets was generated while, 52 were rejected, because they were despoiled
and indecently filled. This guaranteed a response rate of 58 percent. The regression analysis technique was used
to realize the effect of entrepreneurial responsive strategies on SMEs business survival in COVID-19 pandemic
era in Rivers State. Findings showed that, the influence of entrepreneurial innovativeness, entrepreneurial
proactiveness and entrepreneurial risk-taking on SMEs business survival were statistically positive and significant
at 0.05 significant level. This implies that a well articulated entrepreneurial responsive strategy increased the
chance of SMEs business survival during the COVID-19 pandemic era. The study therefore, concludes that, there
is a significant effect of entrepreneurial responsive strategies on SMEs business survival in COVID-19 pandemic
era in Rivers State of Nigeria, and recommends that SMEs should adopt proactiveness traits in their business
dealings for survival during and after the COVID-19 era. SMEs should also, adopt innovations as means of
unrelenting production by focusing progressively more on the implementation of e-commerce platforms.
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Small and medium scale enterprise (SMEs) survival is one of the few topics in the marketing
field that has been the subject of concentrated academic research for over three decades. This
may be linked to economic opulence, lifestyle transformations and the quantity and intricacies of
goods and services which have all stimulated intensification in product economies as engineered
by the entrepreneur. The importance of entrepreneur in the Nigerian economy, as well as in the
global economy, is increasing, with so many engaged in the small and medium enterprises
(SMEs) sector. In SMEs, the idea of entrepreneurship is greatly additionally manifest given that
habitually the same person embraces the roles of the owner-entrepreneur and the general
manager (Bridge & O’Neill, 2013). According to Wally and Baum (1994), entrepreneurs’ traits
have effects on strategic decision-making, Halikias and Panayotopoulou (2003) highlighted its
effects on the formulation of strategies and on marketing performance. Also, the role of
entrepreneurs in the growth direction of small firms has investigated (Moran, 1998). Thus,
entrepreneurs have a tough entrepreneurial strength of mind, and collectively with pulling their
immense business knowledge, motivation and comprehensive set of connections, are well
situated to alleviate the economic challenges faced by COVID-19 (Backman, Karlsson &
Kekezi, 2020; Steffens & Omarun, 2018). It gives the impression possibly that post Covid-19
entrepreneurs will figure a new standard. From a sustainability standpoint, research of these
durable responses may observe how entrepreneurs and their meticulous contexts re-establish
their socioeconomic communities by holding fast to or shifting their behaviour, business models,
and influence on sustainability route (Folke et al., 2020). It is the businesses that are resilient,
with the aptitude to respond, get a feel for and renovate, that will survive and blossom in these
vague times (Ford, Steen & Verreynne, 2016).

Entrepreneurs are identified for managing trade-offs, that is, balancing opposed requirements in
order to reach their goals, but COVID-19 inflicts a fresh bunch of constraints, as well as
disruption of supply chains, work activities, products and service delivery methods. This has
unfolded serious crises in global economies and crises itself are developments or trends that
emanates from a company’s internal or external environments and are professed to have the
latent to affect a company’s performance (Drennan, McConnell & Stark, 2015; King & McGrath,
2002). All company’s roles are projected to prioritize and optimize expenses or delay
responsibilities that will not fetch worth in the present situation. Companies, especially startups,
have implemented an imprecise hire freeze. At the same time, online communication, online
entertainment, and online shopping are seeing unparalleled growth (Donthu & Gustafsson,
2020). Many markets, especially in SMEs, no longer exist, but industries that are doing well are
those associated to healthcare and medication as well as herbs and vitamins.( Adim & Emumena,
2020).

Small and medium scale businesses have been believed to be one of the building blocks of all
flourishing economy. The requisite role of SMEs in all economies have been adequately
acknowledged by several researchers (Oshi et al., 2018:2019; John, 2015; Muhammad et al.,
2015), therefore the need to look at the strategies that fosters SMEs business survival, principally
in COVID-19 pandemic era. Persons and companies currently have to stomach the burden of rise
in unemployment rate owing to job losses, supply chain disruptions, insolvency, etc., brought by
the COVID-19 pandemic (KMPG, 2020; Ganaie et al., 2020).
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However, while a handful of studies have been carried out on covid-19 and SMEs (Dex &
Scheibl, 2001; Kotey & Sharma, 2015; Maxwell et al., 2007; Terziovsk, 2010); there comes into
sight to be no effort at investigating whether the adoption of entrepreneurial responsive strategies
could have proved valuable for SMEs business survival in COVID-19 pandemic eras.
Entrepreneurs are therefore, needed to better manage the fresh constraints to value creation, and
magnetize resources to nurture, by improving profitability simultaneously. An innovative drive
from a vigorous entrepreneurial network is imperative to cultivate the start-ups, to make them,
once more, the locomotive for trade and industry growth, and more outstandingly, the input to
post pandemic recuperation (PWC, 2020; IBIS World, 2020; Spigel, 2017), because SMEs
working under extremely unfavorable circumstances need to develop substitute approaches in
order to appropriately meet head-on with the hard times. This study therefore investigates
entrepreneurial responsive strategies and SMEs business survival in COVID-19 pandemic era in
Rivers State of Nigeria.

Statement of the Problem

Ideally, SMEs are established for survival based on their performance, but in crisis period they
are faced with broken down admittance to financial inducement which is sufficient as the central
motivational parcel energizing the apparently immense policies and ideal management owned by
SMEs managers (Akintemi, 2020). Indeed, the COVID-19 pandemic forced SMEs to face high
volatile business environment loaded with doubtful financial inducement, towering operating
costs, and deficient stimulus package that strangles and impinges on the business survival of
countless SMEs that are profoundly depended on increased performance of their services and
products in a COVID-19 pandemic situation. The restricted and closed work directives during
COVID-19 crisis saw family circles and micro, small and medium sized enterprises as the
hardest hit by the effect of the covid-19 pandemic.

Previous scholarly inquiries on covid-19 and SMEs business survival report that Nkwor-Azariah
& Nkwor, 2016)  focused on the performance standing of small and medium scale enterprises in
Rivers State, Omowunmi and Idowu (2020) investigated the marketing perspectives for
reinventing businesses in a post COVID-19. Conversely, there exists paucity of studies
channeled in the direction of amalgamating entrepreneurial responsive strategies for SMEs
business survival. Undoubtedly, entrepreneurs require an appraisal of their practices in order to
persist as business entity due to the crucial responsibility they execute in improving and
sustaining growth of the economy. They are required to reprioritize and discern fascinating
entrepreneurial responsive strategies such as innovativeness, proactiveness and risk-taking that
can profitably and competitively position them in the market place during and beyond the
COVID-19 pandemic era. It is based on this premise that this study examined entrepreneurial
responsive strategies and SMEs business survival in COVID-19 pandemic era in Rivers State of
Nigeria.

LITERATURE REVIEW AND HYPOTHESES

Entrepreneurial Responsive Strategies
The expression entrepreneurial has been applied for decades and a lot of viewpoints can be found
in literature regarding its meaning, but “the most themes includes creation of wealth, creation of
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enterprise, and creation of innovation” (Izagah & Ikegwuru, 2016:218-231). Stevenson and
Jarillo-Mosh (1986) sees entrepreneurship as a practice of generating value by putting together
an inimitable package or wherewithal to obtain benefit of opportunity. Grounded in its nucleus
dimensions of innovativeness, proactiveness, and risk taking, entrepreneurial responsive
strategies have been indicated to necessitate a positive influence on firm performance (Rauch &
Frese, 2008). It brings to bear a physically powerful influence on marketing performance in crisis
situation. In particular, entrepreneurial responsive strategies such as those of innovativeness and
proactiveness help in making safe firm's profitability at the same time as assuaging the negative
effect of the crisis on the firm's processes (Soininen, Puumalainen, Sjogren & Syrja, 2012). This
study adopts innovativeness, proactiveness and risk taking as the dimensions of entrepreneurial
responsive strategies.

Innovativeness: Innovativeness originates from a nexus of persons and openings (Shane 2003).
Innovativeness is more prone to transpire with some source of openings than with others:
openings that constitutes knowledge-based, technology, or research-determined is tough
precursors of innovativeness (Acs et al. 2009). Innovativeness is more prone to transpire if
entrepreneurs have power over some socio-economic and personality distinctiveness such as
academic education and technical milieu (Shane 2000; Koellinger 2008).

Proactiveness: This is the route of foreseeing and acting on upcoming requirements by hunting
for fresh prospects (Venkatraman, 1989). As a breadth of entrepreneurial responsive strategies it
is looked upon as a futuristic perspective reproduced in actions taken by businesses in looking
forward to upcoming demand (Covin & Slavin, 1988; Miller, 1983). The entrepreneur by being
proactive attempted to keep his business going despite the raging COVID-19 pandemic. Thus
SMEs survival can be enhanced though entrepreneurial proactiveness.

Risk-Taking: Risk-taking is an instinctive attribute of resourcefulness, stern or
forethoughtfulness exhibited by entrepreneurs in the face of insecurity (Izagah & Ikegwuru,
2016). Risk-taking confined the height of risk mirrored in decision on resource allotment as well
as on the market and product choices, revealing in a convinced mode, the standard and the
decisive factor of decision taking at firms’ level (Izagah & Ikegwuru, 2016). A well articulated
risk-taking activities is capable of guaranteeing a well deserved survival instinct for SMEs

Survival of Small and Medium-Sized Enterprises

Small and medium-sized enterprises (SMEs) constitutes businesses such as logistics, services,
trading, processing etc) with controlled capital base, petite workforce, and minute or no share
base apart from with the propensity to make available jobs, goods and services that contend with
foreign products in the market (Rijkers, 2014). The Central Bank of Nigeria delineates SMEs
based on standards as asset base (between 5 to 500 million naira) and staff strength (between 11
and 100 employees) (CBN, 2010). This positioned SMEs with trifling share and inclined capital
base businesses frequently calling for Governments intercession programmes as financing,
trainings, and internship for getting hold of the desirable facility and knowledge for expansion
and survival (Petrakis & Kostis, 2012). SMEs are factually affianced in a capital and capacity
survival tragedy, and as such the COVID-19 crisis distorted the operational schedules of SMEs
throwing up more extreme confrontation that worsen their survival and ultimately led to their
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shutting out of businesses (Onyinyechukwu, 2020). Clearly noticed, funds constrained SMEs
from meeting her objectives due to the high impulsive business setting loaded with doubtful
financial inducement, high operating costs, and lack of motivational package that strangled and
affects survival of countless SMEs that are heavily depending on improved marketing
performance of their services and products in a COVID-19 pandemic era.

Empirical Reviews

Ikegwuru and Harcourt (2020) investigated the impact of COVID-19 pandemic on logistics
practices in clearing and forwarding companies in Rivers State of Nigeria. The study adopted
descriptive research design. The target population was 55 clearing and forwarding companies in
Port Harcourt and the study adopted simple random sampling technique to select 275
respondents. A pilot study was carried out to filter the instrument. The quality and consistency of
the survey was additionally evaluated by means of Cronbach's alpha. Data analysis was executed
using regression analysis and analysis of variance. Findings exposed that COVID-19 pandemic
negatively impacted on logistics practices (transportation, warehousing and inventory
management) and conclude that, there is a negative impact of COVID-19 pandemic on logistics
practices of clearing and forwarding companies in Rivers State of Nigeria. The study
recommends amongst others that governments and management of clearing and forwarding
companies should take steps to sustain this crucial sector during the period of Covid-19
pandemic, to ensure they remain in a position to perform transportation, warehousing and
inventory management activities in the future

Arikekpar (2020) examined the impact of Covid-19 on Businesses in Nigeria. The study used
secondary data derived from the Nigerian Stock Exchange (NSE) weekly reports from the period
before the lockdown (Pre-Covid-19) ranging from 17th January, 2020 to 20th March 2020 and
compared with the Period during the COVID-19 lockdowns from3rd April, 2020 to 5th of June
2020 and analyzed using ordinary least squares regression technique. The results exposed that
consumer goods index and industrial goods index had a significant impact on the stock market
All-share Index during the COVID-19 period while banking sector index and Oil/Gas index did
not significantly impact on the NSE all share Index during the lockdown in Nigeria. The study
recommends that businesses should take advantage of the Federal Government intervention on
loan moratoriums and other measures to assist financial position of companies to cushion the
effect of the COVID-19 pandemic on businesses in Nigeria.

Okey-Colbert and Chinakwe, P.C. (2020) determined the challenges of Covid-19 pandemic on
Small and Medium Scale Enterprises in Nigeria and classified the up-and-coming opportunities
occurring as an outcome of the pandemic. Findings demonstrate that amidst the catastrophe
originated by Covid-19, several opportunities have also materialized for innovative entrepreneurs
to discover. The study recommended that SMEs should appraise the damages their firms may
face and endeavor to tone down the negative effect of the pandemic while taking full advantage
of the new opportunities.

Nwuche and Oshi (2020) investigated flexible work patterns: An empirical inquiry into survival
of SMEs in Nigeria amidst COVID-19 Pandemic by means of an online survey method. Nine
hundred and fifty-two (952) business owners participated in the online survey and two null
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hypotheses were raised and analyzed through spearman rank order correlation coefficient at a
0.05 level of significance. The study found a significant positive relationship between flexible
work patterns and the survival of SMEs in Nigeria and concludes that it is practical for small
businesses in Nigeria to hold close flexible work patterns as a genuine strategy to endure and
prevail over the confrontation posed by the COVID19 pandemic.

Bako and Olapade (2020) examined the effect of global pandemic virus (COVID19) on small
businesses in Abeokuta South L.G.A. in Ogun State by means of a survey design. Data were
analyzed through regression technique and results showed that the lockdown policy by the
government has considerably condensed the sales volume of the MSMEs due to weak purchasing
power of their customers, reduced buying behavior has also affected the supply chain of
businesses. The study recommends that government should assess the lockdown policy and
return the economy to normal following health safety policies.

While the potential effects of entrepreneur's traits on strategic decision-making (Wally & Baum,
1994), strategy formulation including marketing performance (Poon et al., 2006; Lee & Tsang,
2001) can show the way to the establishment of competitive advantage, it is also possible that,
when the external environment is tumultuous, uncontainable, and intimidating, it is projected that
entrepreneurial response strategies play a decisive role for survival of SMEs. Based on the
preceding discussion, the study originated the following research model:

Based on the review of literature, the following research model was developed:

Entrepreneurial
Response Strategies

Innovativeness

Proactiveness
SMEs
Business
Survival

H01

H03

Risk-Taking

H02
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Figure 1: Research Model of Entrepreneurial Responsive Strategies and SMEs Business
Survival COVID-19 Pandemic Era

Source: Adopted from Rauch and Frese (2008).

From the research model the following hypotheses were formulated:

Ho1. Entrepreneurial innovativeness does not significantly influence SMEs Business Survival in
COVID-19 Pandemic Era in Rivers State of Nigeria.

Ho2. Entrepreneurial proactiveness does not significantly influence SMEs Business Survival in
COVID-19 Pandemic Era in Rivers State of Nigeria.

Ho3. Entrepreneurial Risk-Taking does not significantly influence SMEs Business Survival in
COVID-19 Pandemic Era in Rivers State of Nigeria.

Methodology

The study adopted a cross-sectional study of all the SMEs registered with the Rivers State Chamber of
Commerce and Industry, Port Harcourt. There are just about 2000 SMEs that are registered with
the Rivers State Chamber of Commerce and Industry, Port Harcourt as at November, 2020. The
sample size for this study was acquired from the guideline developed by Krejcie & Morgan
(1970) on the determination of size from a given population, and this resulted to a minimum
sample size of 377. The study adopted the purposive sampling technique, and the key
informants approach was used to assess Chief Executive Officers (CEOs) or branch managers of
the firms studied.

Of the 377 respondents contacted, 261 participated in the study, ensuing a response rate of 69
percent, which has been long-established in literature that, a response rate greater than 30 percent
is a fine and tolerable point when the study adopts survey questionnaire (Moser & Kalton, 1971).
The 261 respondents generated a total of 209 usable response sets and of these 120(57 percent)
were male while 89 (43 percent) were female. Data were subjected to regression analysis using
the statistical package for social sciences (SPSS Version 22.0).

RESULTS

This section reports the results of the individual and combined effects of entrepreneurial
responsive strategies on SMEs for survival in the COVID-19 pandemic era in Rivers State of
Nigeria.
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Individual Effects of Entrepreneurial Responsive Strategies Components on SMEs Busihess Survival in
COVID-19 Pandemic Era

Table 1: Individual Effects of Entrepreneurial Responsive Strategies Components on
SMEs Business Survival in COVID-19 Era (n=261)

Model Summary

Model R R square Adjusted Square R std error of the Estimate

1. Innovaiveness.                      .774a .601 .551 .08877

2. Proactiveness .983 a .969                        .963 2.6751

3.  Risk Taking .809 a .  655 .651                .50668

a.  Predictors (constant), Innovativeness, Proactiveness and Risk-taking

Dependent Variable: SMEs Business Survival

Source: SPSS Window Output, Version 22.0 (based on 2021 field survey data).

Three models were tested indicating three predictors besides constant to determine the dependent
variable that assemble opening necessity in the ultimate equation (IN, PA, RT, SBS).

Multiple correlation coefficient R=0.774, 0.983 and 0.809 measures the degree of relationship
between the actual values and predicted values. Predicted values are obtained as a linear
combination of X1 (Innovativeness), X2 (Proactiveness) and X3(Risk-taking). R2 represents
percentage of the variance in the dependent variable. Table 1. shows that 60.1% of the variation
(model 1) in SMEs business survival is explained by innovativeness single-handedly, 96.9% of
the variation (model 2) is explained by Proactiveness and 65.5% of the variation (model 3) is
explained by Risk-taking. Table 1 indicates that entrepreneurial responsive strategies are
statistically significant and account for SMEs business survival in COVID-19 pandemic era in
Rivers State of Nigeria.

Combined Effects of Entrepreneurial Responsive Strategies Components on SMEs Business Survival in
COVID-19 Pandemic

Table 2: Combined Effects of Entrepreneurial Responsive Strategies Components on
SMEs Business Survival in COVID-19 Pandemic Era (n=261)

Model Summary

R R Square    Adjusted R Std. Error of Change Statistic

Square the Estimate R Square Change F Change Sig. F Chang Durbin Watson

0.861 0.741 0.692 0.60080 0.741 4.375 0.002 1.609

a.  Predictors (constant), Innovativeness, Proactiveness and Risk-taking
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Source: SPSS Window Output, Version 22.0 (based on 2021 field survey data).

The Coefficient of correlation (R) can be considered as a measure of the quality of the prediction
of the dependent variable. The value of 0.861 indicates a good level prediction. The Coefficient
of determination (R-square) is the proportion of variation in the dependent variable (SMEs
Business Survival) that is explained by the independent variables. Hence, 74.1 percent of the
variation in performance can be explained by independent variables in the model. The adjusted
R-square is used to test the overestimation of R square. The estimates show an error of 0.060080,
which cannot be considered as very large. The Durbin Watson statistic d = 1.609 lies between the
two critical values of 1.5 < d < 2.5, and therefore it can be assumed that there is no first order
linear autocorrelation data of multiple linear regression model. Hence, it can be concluded that
the overall model is statistically significant, or that the variables have a significant combined
effect on the dependent variable. The innovativeness, proactiveness and risk-taking variables
exact significant influence on SMEs business survival, since the significant value (or p-value) is
.002 which is below the 0.05 level of significance.

Multi-collinearity Test
More sophisticated correlations in data than just the pairwise correlations allow the use of
tolerance and variance inflation factors (VIF) associated with Xh. The tolerance explains the
statistics used to disclose the degree to which the independent variables have linear (straight line)
relationships with one another. Tolerance values heading towards zero and values of VIF
exceeding 10 are cardinal signs of multi-collinearity. This decision rule enables the study to
conclude that there is no threat of multi-collinearity amongst the dimensions of the independent
variables.

Table 3: Multi-collinearity Test       (n=261)

Unstandardized
Coefficient

Standardized
Coefficient

Collinearity statistics

Model Dimension   Eigen value   Condition      B

Index
Std

error Beta T Sig Tolerance VIF

Constant                       .065              29.294 2.643

Innovativeness .015 11.444         .900

0.17

.022

-

.452

2.197

,945

0.000

0.000

-

1.000

-

1.000

Proactiveness .022 9.439 1.103 .059 .946 18.840 0.000 1.000 1.000

Risk-taking .028 8.411              0.640 .089 .800 7.171 0.000 1.000 1.000

Source: SPSS Window Output, Version 22.0 (based on 2021 field survey data).

Table 3 presents β values, t values and significance values of independent variables. All the
independent variables viz. Innovativeness (t=.945, p=0.000), Proactiveness (t=18.840, p=0.000),
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and Risk-taking (t=7.171, p=0.000) are statistically significant at 5% significance level and
therefore the alternate hypotheses are accepted. It implies that independent variables have
significant effect on SMEs business survival. Innovativeness, Proactiveness and Risk-taking
have positive effect on SMEs survival. The β coefficients give a measure of the contribution of
each variable to the model. The higher the β value, the greater is the effect of independent
variable on dependent variable. Proactiveness has the highest coefficient (β= 0.945) and
therefore it has greater effect on SMEs business survival, followed by Risk-taking (0.800) and
Innovativeness (0.452).

Discussion
SMEs followed a strategy of innovativeness, proactiveness and risk-taking for their business
survival in COVID-19 pandemic era. This discovery is fascinating because the profound and
long-drawn-out pandemic led to significant turn down in purchasing power of customers. The
transcribed study put forward that SMEs, even though confronted with an exceptionally
inauspicious and ominous economic atmosphere adopted innovativeness, proactiveness and risk-
taking rather than sightlessly allow the ruthless external environment emanating from COVID-19
pandemic scourge and disengage them from business. This shows that entrepreneurs, who had
high levels of innovativeness, proactiveness and risk-taking aptitude, had a preference for
surviving in their business during the COVID-19 pandemic era.

A closer look at the findings of the study reveal that the reasons of SMEs business survival in the
COVID-19 era was as a result of their regarding proactiveness, risk-taking and innovativeness as
the ways of survival. The results show that entrepreneurial proactiveness traits have positive
effects on SMEs survival. This confirms Covin and Slevin (1988) assertion that the entrepreneur
should be in the spotlight of all business behavior models. Our findings substantiate previous
research indicating that entrepreneurial proactiveness traits influence tactical decision-making
that borders on well being of a business entity. For instance Carson and Gilmore (2000) found
that SMEs has habits that start off from the entrepreneur-owner-manager which is an observable
fact that is supported by the current findings. However, the study’s findings is not consistent with
Doyle and Armenakyan (2014) who found that in period of crisis, entrepreneurs might not be
enthusiastic to place prominence on proactiveness or innovativeness.

Moreover, the study’s results confirm that risk-taking as an entrepreneurial responsive strategy
has a positive and significant influence on SMEs business survival, substantiating the alternative
hypothesis. Thus, the greater the heights of risk taking, the more the focus on SMEs business
survival. This finding corroborates Doole and Lowe (2008) who found that SMEs are so
subjugated by the charisma of their owners that they end up becoming their embodiment, as the
entrepreneurs' views and mind-set verifies the assumed tactics. Thus, nurturing innovativeness,
engaging in proactiveness and taking premeditated risks are solutions to SMEs business survival
in COVID-19 pandemic era.

CONCLUSION AND RECOMMENDATIONS

The study explains the extent of the influence of entrepreneurial responsive strategies on SMEs
business survival in COVID-19 pandemic era, and it is unmistakable that entrepreneurs with an
appropriate set of traits as innovativeness, proactiveness and risk-taking can significantly
improve the chances of SMEs business survival. Statistically, the study revealed a positive and
significant influence of entrepreneurial innovativeness, entrepreneurial proactiveness and



International Academy Journal of Management, Marketing & Entrepreneurial Studies

asasubmitpaper@gmail.com 11

entrepreneurial risk-taking on SMEs business survival at 0.05 significant levels. The study
therefore, concludes that, there is a significant effect of entrepreneurial responsive strategies on
SMEs business survival in the COVID-19 pandemic era in Rivers State of Nigeria, and
recommends that, SMEs should adopt proactiveness traits in their business dealings for business
survival during and after the COVID-19 era. SMEs should also, adopt innovations as means of
unrelenting production by focusing progressively more on the implementation of e-commerce
platforms.
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INTRODUCTION
The banking industry today is ever-changing and dynamic. The strongest challenges confronting
banks in Nigeria is to remain focused in businesses, be competitive and attract reasonable share
of the market (Euphrasia, Mitha & Emmy, 2019). Thus, the driving force of the banking industry
in Nigeria is the development of information and communication technologies which help to
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have strong influence on the measures of performance; revenue growth and profitability of Deposit
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INTRODUCTION
The banking industry today is ever-changing and dynamic. The strongest challenges confronting
banks in Nigeria is to remain focused in businesses, be competitive and attract reasonable share
of the market (Euphrasia, Mitha & Emmy, 2019). Thus, the driving force of the banking industry
in Nigeria is the development of information and communication technologies which help to
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improve systemic performance of the baking business. Hence, “using information technology to
improve business activities produces a set of resources that competitors cannot easily imitate in
the industry (Euphrasia, Mitha & Emmy, 2019). This has led to the automation of enterprise
systems as an innovative method which on the one hand accelerates the work processes, and the
other hand has been able to centralize, classify and collect data and provide appropriate platform
for the day to day tasks. It is hence, imperative to state here that enterprises can only be
sustainable if they consciously rely on Information Infrastructure networks for the conduct of
their vital operations. That is to say that information technology has now moved further away
from the usual independent personal computing (PC) age, when enterprise computer systems
barely connect to the internet to rather an era of integration of large scale networks of enterprise
computing perpetually through the web (Bestman, 2020).

The effective management of banks in any economy depends on the assemblage of viable
resources in the workplace. These resources should be well planned and integrated for the
optimal survival and growth of the bank (Mjomba & Kavale, 2015). For the effective
management of the banking business, information flows through the functional divisions of the
organization such as operations, marketing, customer service, human resources, finance, research
and development etc should be integrated, coordinated and carefully planned to provide effective
and efficient financial services to the bank’s stakeholders. Enterprise resource planning helps to
manage the entire business system in the workplace.

Enterprise resource planning is an information driven system that connect and administer the
entire company business processes such as marketing, human resources, finance, operations,
research and development etc (Kabir, Muhammad, Ramadan & Hilary, 2017). Hence, enterprise
resource planning drive the business process and lead the organization to success. For an
institution with large scale operations and division orientation, enterprise resource planning is
imperative as it help improve the day to day functioning of an organization (Dusanka, 2010;
Helo, 2011). Thus, ERP system help to integrate and coordinate the functional departments of an
organization through the mediating influence of computer aided technology (Sadrzadehrafier,
Chafreh, Hosseini & Sulaiman, 2013). This brings about sufficient organizational performance.

Organizational performance is the success firms’ record in business, which are measured in
financial and non-financial terms. Sometimes, these performance can be negative or positive
indicators which are important in business management. Most times, company’s performance
can be measured with profit growth, sales revenue growth, return on asset, return on equity, and
return on investment. Others are market share, customer retention, shareholders value
maximization, productivity, economic value added, etc (Richard, Devinney, Vip, & Johnson,
2009). However, management of most organization periodically take stock of the performance of
their firms in relationship to these performance metrics in order to consistently improve on
performance.

Measuring enterprise resource planning and organizational performance in the context of quoted
deposit money banks in Nigeria was omitted by researchers in the existing body of knowledge.
This research intend to fill this gap by investigating the influence of enterprise resource planning
on banks performance and the moderating influence of technology on the relationship between
enterprise resource planning and organizational performance of Deposit Money Banks in Rivers
State, Nigeria, Nigeria.
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Furthermore, this study was guided by the following research questions:
i. To what extent does human capital planning influence revenue growth of quoted deposit

money banks in Nigeria?
ii. To what extent does human capital planning influence profitability of quoted deposit

money banks in Nigeria?

Fig.1 Conceptual Framework for the relationship enterprise resource planning and
organizational performance

Source: Desk Research (2020)

LITERATURE REVIEW

Theoretical Foundation

Organizational Control Theory

The construct of control and the application in enterprise resource planning system is employed
as a tool of sensitization. In this perspectives control is said to mean enterprise control which can
impact and become engendered by the employment of enterprise resource planning system. This
theory is credited to Orlikowski’s (1991), classification of control through information and
communication technology. The direction of this theory is control through the use of technology,
this forms part of overall corporate control. The latter in the context of this proposal is explained
to mean compliance to the organization’s procedures and processes, as well as cost efficient
administration of the firm’s data.

Company control impact the use of the enterprise resource planning system which include
internal company factors’ information technology unit over the use of the ERP system or the
authority given to staff users in the workplace. It also encompass the need to rely on external
authorities such as government legislation, necessitating the execution of the necessary control
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processes and procedures in the system. “It can also arise from the level of integration of the
ERP functionalities” (Mjomba & Kavale, 2015:124).

Organizational control is a result or outcome of enterprise resource planning which use can then
cover both behavioural and output control. “Behaviour control can be facilitated with access
controls for the use of the system, as well as the panoptic (visibility) features of the ERP system.
Output control can then be facilitated with the production of reports from the system” (Mjomba
& Kavale, 2015:124).

Enterprise Resource Planning

The business environment is rapidly changing due to globalization and liberalization commerce
and trade across the world. This is largely due to information and transportation technologies
(Euphrasia, Mitha & Emmy, 2019). Thus, the incorporation of enterprise resource planning in
the workplace is imperative for the firm to adapt to the changes of the business space while
integrating business functions and information sharing through a unified databases for effective
and efficient business decisions.

According to Euphrasia, Mitha & Emmy (2019), enterprise resource planning is the core
software program used by organization to connect, integrate and coordinate information across
the functional areas of the firm. ERP help the company manage the entire corporation’s business
process by leveraging shared databases and common use of management reporting tools. “ERP
system combine business processes and IT technologies from implementing organizations to
facilitate information flow through business function”. A most relevant part of enterprise
resource planning is integrated which help t improve information communication and workflow
across the organization’s function; finance, marketing, production, human resources, research
and development etc (Ali, 2016; Le & Han, 2016). Hence, the ERP system drives both financial
and non-financial of business.

In defining enterprise resource planning in an organizational context, Ali (2016) opined that
enterprise resource planning system is a fully integrated corporate or business administration
system encompassing the business functions of a company such as production, marketing,
logistics, finance, human resources, research and development etc. Enterprise resource planning
“organizes and integrates operations processes and information flows to make optimum use of
resources such as men, materials, money and machines”. ERP is used by companies or
institutions to integrate and manage the functional and most important parts of their businesses.

Human Capital Planning

Managing the most important asset in the organization is important in the entire life and
existence of the company. Human capital is the most important resource of the firm. This
resource has presence in all the functional units of the organization (Zhelyazkov, 2010).    Hence,
the company management should periodically take stock to train its workforce. This will bring
about the performance of the firm.

The enterprise resource planning system in view of the following, optimize human resource
processes with a complete, integrated and global human capital management solution system.
Companies can maximize the potential of employees. The firm should support innovation,
growth and flexibility. The company management can automate talent management, most
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important personnel or the processes and employee deployment (Kabir et al., 2017). Thus, the
creation of a common data base should encompass human capital management were workforce
of the functional units of the organization should be integrated, automated into a common data
base. This will bring about effectiveness and efficiency in managing the motivation and
wellbeing of the organization’s workforce.

Organizational Performance

Organizational performance is an important construct to both practitioners and academics in the
world of business. Performance of an organization has been offered various conceptual
definitions. According to Richard et al., (2009), corporate performance covers three important
areas of a company outcomes; financial performance indicators such as profit growth, return on
asset, return on investment. It also encompass product market performance such as sales and
market share, shareholders value maximization, economic value added (Mjomba & Kavale,
2015). Most organizations in different sectors of operations measure their performance against
these financial and non-financial indicators. There are seasons where these indicators will appear
positive or negative for an organization. Management of an organization should work to always
translate the firm to positive performance in the face of prevailing environmental dynamics.

Organizational performance is the most laudable objective in managing an organization as it
serves as a dependent variable for most research interest. “Market competition for customers,
input and capital make organizational performance essential to the survival and success of
modern business”.  Organizational performance is the successes or failures recorded by
organization in the cause of carrying its business operations. This performance can be checked
quarterly, half-yearly and at the end of the financial year (Haddadi & Yaghoobi, 2014). Hence,
each company to access the quantum of utility and desirability of their business activities in the
face of complex and ever-changing environment. This requires the determination and ranking of
the most important key performance indicators. These indices provide important links among
strategy, implementation and ultimate superior value creation (Haddadi & Yaghoobi, 2014).

Revenue Growth

A major performance indicator in the organization is sales revenue growth. This is a metrics that
measures the revenue growth rate difference of a current period with a corresponding period.
This growth rate can be measured yearly, quarterly and half-yearly (Richard et al., 2009).
According to Hansen & Mowen (2012), articulated that revenue growth is an increase in revenue
that comes into the organization year to year or from time to time in a corresponding period.
Organizations that have high revenue profile will require more investments in the various
elements of company’s asset. Having knowledge of the firm’s sales growth, the organization can
predict how much profit the management can make (Ratna & Meipita, 2017).

The growth ratio of a company help the institution to maintain its economic position in the
market year on year. The indicator used to measure growth is the sales revenue of the firm
(Dahlia & Bernadin, 2016). It is the metrics used to show the percentage increase in revenue of
the current year compared to the corresponding previous year. When the sales growth rate is
high, the better. The faster the revenue growth, the better the funds needed by management to
finance the organization.
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Profitability

A major factor measuring organizational performance is the concept of profitability. Profitability
is the main purpose of a business organization through superior provision of goods and services
to the market (Tulsian, 2014). Hence, profit growth analysis is done in the workplace to throw
light on the effectiveness and efficiency of the organization. “It should be duly noted that net
income figure alone is not very helpful in determining the efficiency and performance of the
business firm unless it is related to some other figures such as sales, cost of goods sold, operating
expenses, capital invested etc” (Tulsian, 2014:19).

According to Tulsian (2014), the concept of profitability is made up of two constructs namely,
profit and ability. Profit is the excess of revenue over expenditure of the company. The ability of
a company is the earning power or operating performance. “The profitability may be defined as
the ability of a given investment of a company to earn a return from its use”. The construct of
profitability is a concept that is relative where profit is an absolute connotation. It is good for a
company to male profit consistently in order to ensure the going concern of the company. Every
organization should strive to make profit for the shareholders of the company.

Human Capital Planning and Organizational Performance

Effective human capital development and management at work improves organizational success.
Thus, ERP human capital management system improves business performance outcomes. This is
empirically proved by studies. Barki, Oktamis & Pinsonneault (2016), in investigating the impact
of ERP dimensions on ERP project outcomes, using the methods of exploration. The study
revealed that human capital is the most veritable asset for enterprise performance. Therefore, its
integration in the entire organizational functions is a laudable endeavours

The enterprise resource planning lead to organizational success. Ifinedo (2014), studied the
measurement of enterprise resource planning system success with the approach of structural
equation modeling. The finding of the study is that enterprise resource planning factor; human
capital management improves ERP systems projects. Again, in evaluating the key indicators for
organizational performance, (Haddadi & Yaghoobi, 2014) reveled with the use of standard
analytic hierarchy process questionnaires that human resource significantly improve
organizational performance in the context of Iranian telecommunication company.

The study postulates the following hypotheses to be tested:

Ho1: There is no significant influence of human capital planning on revenue growth of quoted
deposit money banks in Rivers State, Nigeria

Ho2: There is no significant influence of human capital planning on profitability of quoted
deposit money banks in Rivers State, Nigeria

METHODOLOGY

The study made use of cross sectional survey research design. The population of the study was
14 Deposit Money Banks in Rivers State, Nigeria. The population was all studied using census
approach.  5 managers in each bank in marketing, operations, human resource, asset management
and research and planning were used for the study, giving a total of 70 respondents. A total of 70
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copies of the questionnaire were distributed to these managers, 62 copies returned and after
editing 59 copies were used. The reliability of the instrument was achieved by the use of the
Cronbach Alpha coefficient with all the items scoring above 0.70. The hypotheses were tested
using the Pearson Product Moment Correlation with the aid of Statistical Package for Social
Sciences version 22.0.

DATA ANALYSIS AND RESULTS

Bivariate Analysis
The Pearson product moment correlation is calculated using the SPSS 22.0 version to establish
the relationship among the empirical referents of the predictor variable and the measures of the
criterion variable.

Table 1 Model Summary of Human Capital Planning on Revenue Growth

Model Summary

Model R R Square Adjusted R Square
Std. Error of the
Estimate

1 .558a .311 .235 1.51677

a. Predictors: (Constant), Human Capital Planning

Source: SPSS Output, Version 22.0

Table 1 illustrates the model summary for human capital planning and revenue growth. From the
product we have a regression coefficient of 0.558 which indicates a strong influence of human
capital planning on revenue growth of quoted deposit money banks in Nigeria. However, the
coefficient of determination (R2) is 0.311 and 0.235 adjusted. This implies, 24% of the changes
or variations in revenue growth was due to human capital planning. The remaining 76% changes
or variations in revenue growth were due to externalities which the regression model did not
account for.

Table 2 ANOVA of Human Capital Planning on Revenue Growth

ANOVAa

Model Sum of Squares Df Mean Square F Sig.

1 Regression 9.356 1 9.356 4.067 .035b

Residual 20.705 9 2.301

Total 30.062 10

a. Dependent Variable: Revenue Growth

b. Predictors: (Constant), Human Capital Planning

Source: SPSS Output, Version 22.0
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From the ANOVA table, we have a probability value of 0.035 which is less than the critical
value of 0.05. Thus, null hypothesis is rejected and the alternate hypothesis accepted at 0.05 level
of confidence. Hence, there is significant influence of human capital planning on revenue growth
of quoted deposit money banks in Rivers State, Nigeria.

Table 3 Coefficients of Human Capital Planning on Revenue Growth

Coefficientsa

Model

Unstandardized
Coefficients

Standardized
Coefficients

t Sig.B Std. Error Beta

1 (Constant) 34.479 20.262 1.702 .123

Human Capital
Planning

2.071 1.027 .558 2.017 .025

a. Dependent Variable: Revenue Growth

Source: SPSS Output, Version 22.0

From table 3, the coefficient output indicates a standardized coefficient of 0.558 and a
corresponding probability value of 0.035 which is less than the critical value of 0.05. Hence, we
reject the null hypothesis and accept the alternate or research hypothesis which states, there is
significant influence of human capital planning on revenue growth of quoted deposit money
banks in Rivers State, Nigeria.

Influence of Human Capital Planning on Profitability

Table 4 Model Summary of Human Capital Planning on Profitability

Model Summary

Model R R Square Adjusted R Square
Std. Error of the

Estimate

1 .531a .282 .202 2.15859

a. Predictors: (Constant), Human Capital Planning

Source: SPSS Output, Version 22.0

Table 4 indicates the regression coefficient (R) of 0.531 measuring the strength of influence of
human capital planning on profitability. Thus, human capital planning has positive and strong
influence on profitability of quoted deposit money banks in Rivers State, Nigeria. Again, the
coefficient of determination is 0.282 and 0.202 adjusted. This means, 20% of the changes or
variations in profitability is due to human capital planning. However, the remaining 80%
changes in profitability were due to stochastic variables or external factors which the regression
model did not account for.
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Table 5 ANOVA of Human Capital Planning on Profitability

ANOVAa

Model Sum of Squares Df Mean Square F Sig.

1 Regression 16.450 1 16.450 3.530 .043b

Residual 41.935 9 4.659

Total 58.385 10

a. Dependent Variable: Profitability

b. Predictors: (Constant), Human Capital Planning

Source: SPSS Output, Version 22.0

From table 5 we have an ANOVA output, which indicates a probability value of 0.043 which is
less than the critical value of 0.05. We therefore reject the null hypothesis and accept the
alternate hypothesis which states; there is significant influence of human capital planning on
profitability of quoted deposit money banks in Rivers State, Nigeria.

Table 6 Coefficient of Human Capital Planning on Profitability

Coefficientsa

Model

Unstandardized
Coefficients

Standardized
Coefficients

t Sig.B Std. Error Beta

1 (Constant) 47.304 28.836 1.640 .135

Human Capital
Planning

2.746 1.461 .531 1.879 .093

a. Dependent Variable: Profitability

Source: SPSS Output, Version 22.0

Table 6 shows the coefficient output. From, the model, we have a standardized coefficient of
0.531 and a corresponding probability (p) value of 0.043. We therefore, reject the null hypothesis
and accept the alternate hypothesis which states; there is significant influence of human capital
planning on profitability of quoted deposit money banks in Rivers State, Nigeria.

DISCUSSION OF FINDINGS

The results from the test of hypotheses revealed that there is a significant positive relationship
between enterprise resource planning and organizational performance of quoted deposit money
banks in Nigeria. The above findings is enhanced with the study of Sadrzadehrafier et al ((2013),
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the scholars studied the benefits of ERP implementation for proper functioning of a system. It was
discovered that ERP system implementation help improve the functioning of the workplace. This
is also in line with Barki, Oktamis & Pinsonneault (2016), the scholars examined the relationship
between the dimensions of ERP system and ERP project outcomes. The study employed
quantitative research approach. The result of the study indicates that, ERP system implementation
enhance ERP project outcomes.

The findings of this empirical works is validated with the works of Ifenedo (2006) the author
evaluated ERP system and business performance. They employed structural equation modeling
(SEM) and the result of the study is that ERP system highly supports manufacturing, financial
services, retail and wholesale services and telecommunication. Again Barki, Oktamis &
Pinsoneault (2016), with the help of exploratory research design, the authors discovered that
human capital is the most veritable asset for enterprise performance. This is also supported with
Ifinedo (2014), the scholar evaluated the association between enterprise resource planning and
organizational success. The study made use of structural equation modeling, it was revealed that,
human capital management system improves ERP system projects.

CONCLUSION AND RECOMMENDATIONS

This study investigated the influence of enterprise resource planning on organizational
performance and the moderating influence on the relationship. The dimension of enterprise
resource planning; human capital planning influence the measures of organizational performance;
revenue growth and profitability of Deposit Money Banks in Rivers State, Nigeria, Nigeria.
Therefore, investment and implementation of enterprise resource planning at work will bring
about banks performance; revenue growth and profitability. Investment in information and
communication technology will improve on ERP system implementation and bring about banks
performance; revenue growth and profitability.

The study thus recommends that Deposit Money Banks should plan on the development of the
human capital through ICT training and requisite ERP development requirements. This will
enhance revenue growth and drive profit growth of the banks.
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INTRODUCTION
Global competition especially within the manufacturing industry has produced more choice for
consumers and increased the uncertainty in organizations, within both developed and

Abstract: This study examined the relationship between human resource information systems (HRIS)
and operational performance of food and beverage manufacturing companies in Rivers State, Nigeria,
Nigeria. The study adopted a cross-sectional research design with structured questionnaire as the
primary for data collection. The population of the study was 93 employees of 6 food and beverage
manufacturing companies in Rivers State, Nigeria. The sample size of 75 was determined using
calculated using the Taro Yamane’s formula for sample size determination. The reliability of the
instrument was achieved by the use of the Cronbach Alpha coefficient with all the items scoring above
0.70. The hypotheses were tested using the Spearman’s Rank Order Correlation Coefficient with the aid
of Statistical Package for Social Sciences version 23.0. The tests were carried out at a 95% confidence
interval and a 0.05 level of significance. The study finding showed that there is a significant relationship
between human resource information systems (HRIS) and operational performance of food and
beverage manufacturing companies in Rivers State, Nigeria, Nigeria. The study concludes that the
adoption and utilization of human resource information systems would go a long way in establishing
preferred operational outcomes within the food and beverage manufacturing companies in Rivers State,
Nigeria. It was thereafter recommended that the utility of HRIS in the measurement of performance
should focus on driving correspondence between information systems and the activities or operations of
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underdeveloped contexts, offering strong implications for organizations and their operations. The
study by Sanchez and Perez (2005) indicated that uncertainty had substantial impact on the
flexibility of operations, and in that manner influencing organizational survival and overall
performance. Thus, the operational performance of the organization is critical and key towards
building a more robust organization and ensuring it thrives in the midst of uncertainty and
change (Evans & Lindsay, 2011).

Operational performance may be expressed as the use of differentiated skills of the operational
functions of the enterprise in relation to rivals, in order to gain competitive advantage (Corbett,
2008; Wild, 2000). Key factors in increasing operational performance are cost, quality, flexibility
and delivery speed and these are expressed or reflected in the efficiency, flexibility and
reliability features of the organization’s operations. Various studies have been made on the
relationship between environmental factors and operational process and performance. Previous
studies (Desai, 2008; Alfaro, Oritz & Poler, 2007) have put forward that environmental
dynamism has an important role in the relationship between the operational and general
performance (Corbett, 2008). The studies have showed that globalization increases dynamism in
the environment, obliges firms to differentiate and when correctly adapted to the conditions of
globalization, operational processes can increase operational performance (Evans & Lindsay,
2011).

Within the context of business and competition today, organizations have realized that human
resources are their greatest capital for the growth of the organization. The process of growth and
development without human involvement is meaningless because human is the target and also
means of achieving progress. (Gupta, 2000; Ball, 2001). A strong base however for human
resource effective control and function is the application of information technology to the
management and monitoring of human resource activities and behaviour. This is as the
traditional HRM style fails to catch up with such rapid changes spurred on by globalization.

While the traditional style mainly focuses on supportive personnel activities for an organization,
for example, collecting employee information, monitoring individual performance, and
implementing organization policies, it unfortunately offers only a passive approach towards the
execution of responsibilities and functions, without any substantial anchoring on the
technological changes and development apparent within the environment or context of the
organization. Therefore, there comes a demand for the fusion of HRM actions and information
technology in a way that outlines the business position, formulates the corresponding
management strategy on human resources to improve service features, and act as a strategy
partner with top management in driving the effectiveness and performance of the organization
(Ngai & Wat, 2006; Henderickson, 2003).

Today, information technology has shown continuous development (Hajizade Moghadom, &
Vajdi Dastgerdi. 2010). Technology and HRM have a wide range of impact upon each other and
therefore human resource professional should be eligible to adopt technologies that allow the re-
engineering of the HR action, be prepared to maintain organizationally and work project changes
caused by technology, and be able to maintain a proper managerial climate for innovative and
knowledge-based organizations (Bamberger & Meshoulam, 2000). Information and
communication technologies (ICT) -an umbrella term for technologies combined with the
internet, new media (social media), mobile communication and computers- allow the
organization to renovate their internal processes, structures, core competencies and relevant
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markets on a global scale. Information and communication technologies (ICT) are running
throughout each sector of the economy and have implications for almost every enterprise
(Bamberger & Meshoulam, 2000).

Information Technology (IT) in HR function has created a new way of HR processes
applications. This IT application in HR processes includes virtual recruitment, E-learning, and
self-services HR (Ball, 2001). These have also aided features or functions such as data
monitoring, record keeping and performance measurement. These applications also removed the
potential obstacles encountered by organizations when trying to reach the pool of candidate
(Bamberger & Meshoulam, 2000). Before the internet, and the utility of the human resource
information technology, HR recruiters had to rely on print publications like as-newspaper;
magazine but Information technology has made recruitment process more effective and efficient
(Salem, 2003).

While studies (Evans & Lindsay, 2011; Sanchez & Perez, 2005; Wild, 2000) on operational
performance have been dominated by studies which have emphasized on the leadership and
traditional HRM actions of the organization in building more efficient, flexible and reliable
operational features, little has been done to address the recent adoption and implications of the
human resource information systems features on outcomes of operational performance. While
previous studies have provided evidence of learning – particularly that anchored on the context
on the effectiveness of operational systems and features there is yet still scarce research on the
role of organizational learning in the development of human resource information technology,
and the implications of such for the operational performance of the organization. This study
therefore investigates the relationship between human resource information system and
operational efficiency of food and beverage manufacturing companies in Rivers State, Nigeria.

Furthermore, this study was also guided by the following research questions:
iii. What is the relationship between performance measurement and operational efficiency of

food and beverage manufacturing companies in Rivers State, Nigeria?
iv. What is the relationship between performance measurement and operational flexibility of

food and beverage manufacturing companies in Rivers State, Nigeria?
v. What is the relationship between performance measurement and operational reliability of

food and beverage manufacturing companies in Rivers State, Nigeria?
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Human Resource
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Systems
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Fig.1 Conceptual Framework for the relationship human resources information system and
operational performance.

Source: Desk Research (2020)

LITERATURE REVIEW

Theoretical Foundation

Knowledge-Based View Theory

This study adopts the knowledge-based view as the theoretical foundation for the investigation of
the relationship between human resource information systems and operational performance.
Nowadays firms must compete in a challenging context that is being transformed by
globalization, technological development, increasingly rapid diffusion of new technology and the
development and use of knowledge (Laszlo & Laszlo, 2002). Firms are required to do things
differently in order to survive and prosper. Specifically, they must look to new sources of
competitive advantage and engage in new forms of competition. Besides knowledge being an
important resource in itself, the efficient allocation and use of other resources requires relevant
knowledge.

Not all forms and kinds of knowledge are equally important for acquiring competitiveness. Liu
(2001) described the nature of commercial knowledge, which goal of which is not to find the
truth, but to ensure performance. A firm is represented by a series of different resources.
Knowledge, as one of the resources, is an important element for company performance.
Moreover, knowledge, as a part of human capital, is considered to be the most important factor
for selecting and managing crucial resources to implement the desired strategy to achieve
performance (Bergman, Liechtenstein& Brush 2001). Managers should be aware that the unique
and relevant knowledge is usually linked to the human resource of the organization. This is why
the firm is extremely vulnerable to the degree that its workers are inclined to move to another
company. Employees are transferable assets, and the organizations have to do their best to retain
the employees with high knowledge capabilities.

Human Resource Information Systems

Human Resource Information System (HRIS) is one of the most important Management
Information Systems, which contributes to human resource administration functions of an
organisation. Aptly described by Kavangah et al., (2007), HRIS is a computer system used to
acquire, store, manipulate, analyse, retrieve and distribute information related to human
resources. Besides hardware and software, it also includes people, forms, policies, procedures
and data. Modern HRIS can help organisations by automating most HR planning functions.
HRIS becomes an important strategic tool since it collects, manages and reports information for
decision-making.

Fully integrated organisational HRIS ought to interface with other systems enabling and
enhancing the communication between departments such as payroll system with accountancy
system. Since HRIS deals with employees’ personal data, which is sensitive, it should ensure
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data security while transferring information. An HRIS is capable of identifying trends, evaluating
and managing costs, comparing the organisation with other competitive organisations and issue
reports (Florkowski, 2006). New HRIS trends seem to have an important effect on HR planning,
embedding new technology with organisational goals and objectives. Features such as the
Enterprise Resource Planning System (ERP), when linked with the HRIS sub system, provides a
distinct competitive advantage to an organisation over competitors. HRIS is classified into two
types according to their usage: “unsophisticated” and “sophisticated”. Payroll and benefits
administration, employee absence records keeping electronically are listed as “unsophisticated”.
Use of IS in recruitment and selection, training and development, HR planning and performance
appraisal, is classified as “sophisticated”.

Performance Measurement

An information system can help to operate performance measurement or management,
generating forms, analysing and reporting on the result of performance reviews showing the
distribution of people with different degrees of potential or performing at different levels, and
highlighting individuals with particular skills or special promise. This system can be linked to
others to provide an integrated basis for creating and implementing human resource management
policies.

Expert systems are developed through a process of knowledge engineering which starts from a
knowledge base containing facts and a body of expertise (‘heuristics’, or rules of thumb) about
the use of those facts. These ‘rules’ enable decisions to be made on the basis of factual
information presented to the computer. Thus, a fact may be information on employee turnover
during the last three years, and the rule of thumb may be the method by which turnover could be
predicted over the next three years. These facts and rules are processed by what is termed the
‘inference engine’, which solves problems or makes predictions, and the results of this process
are presented to the user in the ‘user interface (Ball, 2001).

Operational Performance

Operational performance refers to the ability of a company in reducing management costs, order
cycle time – meet orders, improving raw material efficient use and distribution capacity (Heizer
et al., 2008). Operational performance has an important meaning to firms, it improves
effectiveness of production, creates high quality products, customers are more satisfied, leading
to increased revenue and profit for companies (Kaynak, 2003; Kaynak and Hartley, 2008; Ou et
al., 2010). Operational performance is the backbone of organizational performance (Salem,
2003). Organizational performance is the capability of an organization to fulfil its mission
through governance, excellence and dedication to meeting its goals and objectives. Operational
performance on the other hand is the performance of an organization against its set standards
such as waste reduction, productivity, cycle time, environmental responsibility and regulatory
compliance (Lakhal et al, 2006; Reed et al, 2000).

The operations of a firm should be efficient and effective. Effectiveness is the expanse to which
customers’ needs are fulfilled, while efficiency is defined as a measure of how economical
firms‟ resources are employed. In order to accurately enhance accessibility and evaluation of
operational performance, the correct measurement systems should be planned, developed and
implemented. Performance measurement networks are hence developed in order to monitor and
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maintain operational control. Operational Control is the process that ensures an organization is
able to pursue action with the aim of achieving the overall goals and objectives. Achievement of
these goals is a manifestation of excellence in organizational performance (Prajogo & Brown,
2004; Hubbard, 2009).

Operational Efficiency

The concept of operational efficiency which is of recent origin signifies the quality of skill and
degree of success attained in the management and performance of various activities of an
enterprise. Efficiency in job has been a matter of deep concern to many social scientists hailing
from as diversified disciplines as industrial, engineering, sociology and social psychology
(Heizer and Render, 2006). When there are any organized activities social or economic, all
related parties seek to achieve the object or objectives behind these activities with the minimum
expenditure or cost, in other words getting the maximum output from available resources that are
what can be called operational efficiency. These activities or operations include many sub-
activities and their policies and many techniques to perform the main object. So operational
efficiency is the result achieved and that required construction of chain of relationships and
involves quality of performance in given time periods (Heizer & Render, 2006).

Operational Flexibility

The second operational performance measure concerns being flexible, which includes an
organisation’s ability and the extent to which it can adjust (what it does, how it does and when it
does) to changes to respond to customers (Slack et al, 2009). As an example, large fast-food
franchises which are designed to offer high volume and low-cost products may not be able to
offer the flexibility required to offer full menu options to its customers as they do not customise
to specific customer needs (Samson and Singh, 2008). Flexibility includes the capacity to
produce a wider range of services and products, respond to any seasonal demand factors, meet
shorter lead times, and cope with customers‟ specification changes during the process (Hill,
2005).

Finally, improving on speed prompts an organisation to be able to shorten the time between the
service request and delivery of the service, with the frequency and at the times requested by
customers (Hill, 2005). In today’s competitive environment, time is a valuable tool; thus,
businesses that are able to respond faster than their competitors are more likely to gain a
competitive advantage. Manufacturers are discovering the advantages of time-based competition
(Russell and Taylor, 2008). Competing on speed, however, requires an organisation
characterised by fast moves, fast adaptation and tight linkages (Russell and Taylor, 2008). At the
same instance, the speed with which an organisation can provide new products or service
development is an important capability because the environment is constantly changing (Tidd &
Bessant, 2009)

Operational Reliability

The third operational performance objective is reliability, which suggests that an organisation’s
processes consistently perform as expected over time. That is, customers are satisfied by
organisations that provide services that do not fail over a period of time or with services that are
delivered as agreed (Kuo and Zuo, 2003). For systems, reliability can best be described as the
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likelihood that a system will not fail to perform its function as designed within a given time
horizon and environmental conditions (Kuo and Zuo, 2003). When customers are evaluating the
characteristics of a product, they may find that it performs differently from its intended purpose
or malfunctions after a period of time (Wild, 2000). Thus, reliability is essential in the
performance of operations and is closely related to the satisfaction of customers with the use of
services or products

Human Resource Information Systems and Operational Performance

Maintaining or improving the level of operational performance has been recognised as one of the
critical issues that organisations are struggling with. Thus, they adopt innovations that are
allegedly better able to accomplish this goal (Hernandez and Jimenez, 2008; Herring and Roy,
2007). It has been recognised that improved work features are useful in the improvement of
performance of a business faction and that investments in new technology geared towards
enhancing work features will increase a firm’s efficiency and effectiveness (Badescu and
GarcesAyerbe, 2009; Hernandez and Jimenez, 2008).

DeLone and McLean (2003) define the effectiveness of an implemented information system as
the extent to which the system adds to the achievement of organisational goals and benefits. The
organisations that pay more attention to the achievement of operational effectiveness rather than
the enterprise information system effectiveness alone are more likely to get the greatest benefits
from their investment and to achieve improvements in operational performance (Badescu and
GarcesAyerbe, 2009). There is, however, a great concern due to the high rate of failures of
implemented technological innovations such as enterprise information systems (Hernandez and
Jimenez, 2008).

The study postulates the following hypotheses to be tested:

Ho1: There is no significant relationship between performance measurement and operational
efficiency of food and beverage manufacturing companies in Rivers State, Nigeria

Ho2: There is no significant relationship between performance measurement and operational
flexibility of food and beverage manufacturing companies in Rivers State, Nigeria

Ho3: There is no significant relationship between performance measurement and operational
reliability of food and beverage manufacturing companies in Rivers State, Nigeria

METHODOLOGY

The study adopted the cross-sectional survey in its investigation of the variables. Primary data
was sourced through structured questionnaire. The population for this study comprises of 93
managers (including supervisors) from the 6 registered food and beverage companies in Rivers
State, Nigeria. The sample size of 75 was determined using the Taro Yamane’s formula for
sample size determination. The reliability of the instrument was achieved by the use of the
Cronbach Alpha coefficient with all the items scoring coefficients above 0.70. The hypotheses
were tested using the Spearman’s Rank Order Correlation Statistics. The tests were carried out at
a 95% confidence interval and a 0.05 level of significance.
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DATA ANALYSIS AND RESULTS

Bivariate Analysis
The Spearman Rank Order Correlation coefficient is calculated using the SPSS 21.0 version to
establish the relationship among the empirical referents of the predictor variable and the
measures of the criterion variable.

Table 1  Performance measurement and the measures of operational performance
Performance Efficiency Flexibility Reliability

Spearman's
rho

Performance

Correlation Coefficient 1.000 .792** .806** .719**

Sig. (2-tailed) . .004 .000 .001

N 273 273 273 273

Efficiency
Correlation Coefficient .792** 1.000 .829** .608**

Sig. (2-tailed) .004 . .034 .000
N 273 273 273 273

Flexibility
Correlation Coefficient .806** .829** 1.000 .765**

Sig. (2-tailed) .000 .034 . .001
N 273 273 273 273

Reliability
Correlation Coefficient .719** .608** .765** 1.000
Sig. (2-tailed) .001 .000 .001 .
N 273 273 273 273

**. Correlation is significant at the 0.01 level (2-tailed).
Source: Field survey, 2020

i. There is a significant relationship between performance measurement and operational
efficiency of food and beverage manufacturing companies in Rivers State, Nigeria where
rho = 0.792 and Pv < 0.05.

ii. There is a significant relationship between performance measurement and operational
flexibility of food and beverage manufacturing companies in Rivers State, Nigeria where
rho = 0.806 and Pv < 0.05

iii. There is a significant relationship between performance measurement and operational
reliability of food and beverage manufacturing companies in Rivers State, Nigeria where
rho = 0.719 and Pv < 0.05

The results indicate that performance measurement significantly impacts and contributes towards
operational performance of the manufacturing firms. The evidence suggests that performance
measurement has a substantial impact on all three measures such as operational efficiency,
flexibility, and reliability. This suggest that the dimension is essential and critical towards
enhancing operational features and processes in the organization. In this vein, it is evident that
performance measurement is essential and improves the evidence of operational performance in
the manufacturing firms. Thus, all related hypotheses are rejected.

DISCUSSION OF FINDINGS

The results from the test of hypotheses revealed that there is a significant positive relationship
between human resources information system and operational performance of food and beverage
manufacturing companies in Rivers State, Nigeria. The evidence corroborates Shani and Tesone
(2010) who state that HRIS is currently perceived as one of the important factors influencing the
role of the HR function and the adoption of HRIS is likely to promote HR to the anticipated
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position of strategic partner in the organization. Evidently, a new era made its debut as the HR
function and its system support became strategic partners in managing change and measuring
performance within an organization (Lori & Elaine, 2002; Targowski & Deshpande, 2001).
Successful HRIS supports the planning and implementation of managerial key processes in the
organization such as executive decision making, technology selection, organizational reporting
structures as well as performance feedback through measurement and control. Hence, HRIS
measurement systems have become an active tool to help employees engage more easily with the
organization and each other thereby steering greater productivity and business execution (Beadles,
Lowery & Johns, 2005).

CONCLUSION AND RECOMMENDATIONS

The findings of this study affirm to the significance of dimensions such as data monitoring, record
keeping and performance measurements as predictors of operational performance of food and
beverage manufacturing companies in Rivers State, Nigeria. Also, organizational learning is
observed to contribute significantly as a moderator towards enhancing the relationship between
human resource information systems and operational performance. The findings support the
position that human resource information systems positively impact on operational performance.
Thus, this study concludes that the adoption and utilization of human resource information
systems would go a long way in establishing preferred operational outcomes within the food and
beverage manufacturing companies in Rivers State, Nigeria.

Based on the foregoing conclusion, the following recommendations are suggested.

Utility of HRIS in the measurement of performance should focus on driving correspondence
between information systems and the activities or operations of the organization in such a way
that facilitates feedback and an effective monitoring of systems.
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INTRODUCTION
The attraction and retention of high-quality employees is more important today than ever before.

A numbers of trends (globalization, increase in knowledge work, accelerating rate of
technological advancement) make it vital that firms acquire and retain human capital. In human
resources context, turnover can be viewed as the rate at which an employer gains and misplaces
employees or how long employees tend to stay in a particular organization. Turnover is
measured for individual companies and for their industry as whole (Turner, 2010).

Abstract: The purpose of this study was to examine the relationship between social intelligence and
employee turnover in deposit money banks in Rivers State. The study adopted a cross sectional research
design that solicited responses from employees of 18 deposit money banks in Port Harcourt. A sample
size of 165 was determined through the Taro Yamen formula for sample size determination and the
simple random technique was used. After data cleaning, only data of 120 respondents were finally used
for data analysis. The reliability of the instrument was achieved by the use of the Cronbach Alpha
coefficient with all the items scoring above 0.70. The hypotheses were tested using the Spearman’s Rank
Order Correlation Coefficient with the aid of Statistical Package for Social Sciences version 23.0. The
findings revealed that there is a significant relationship between social intelligence and employee
turnover in deposit money banks in Rivers State. Thereafter it was recommended that management
should support and establish training programs aimed at improving workers sensitivity and social
intelligence within the workplace. This would as observed enhance the nature of relationships and
wellbeing of workers within the organization.
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Social intelligence as one of the new areas in psychology, in the recent decades, owing to its
appealing and widespread aspects has attracted the attention of psychologists, and psychiatrists,
as well as other experts in various fields such as organization and management. Social
intelligence is an inclusive term that embraces a wide range of skills and personal characteristics
and usually refers to those interpersonal and intrapersonal skills that transcend specific areas of
the previous knowledge such as intelligence and technical or professional skills (Rezayee, and
Khalilzadeh, 2009). Today a lot of researchers intend to obtain deep insight about the factors
effective in maximal use of the staff and managers' capabilities.

Social intelligence has been defined as the ability to establish relationship with others,
intrapersonal knowledge, ability to judge about others' feelings, temperaments and incentives,
effective social performance/function, ability to sympathize, and being skilled in decoding non-
verbal signs. One of the main factors in advancement of a live and dynamic organization is its
human force. Because human force is considered as the main source of every organization, the
organizations should program to make optimal use of it. As a matter of fact, today those
organizations are successful and can achieve their goals that have strong and committed human
force, accentuate customer-orientedness and profitability rise, and regularly improve their
systems and processes (Hsien, 2008). Making optimal use of available human force is related to
having aware, qualified and adroit/ skilled managers. The complicatedness of society process,
increase of competition, advancement of science and technology and consequently the increase
of demands and the development of organizations require that efficient and skilled managers be
employed to manage organizations' affairs. This point which is related to the issue of human
force can provide background for improving profitability through removing barriers, meeting
necessary requirements, gathering efficient human force, and the required material resources.
After adequately combining and coordinating them, they achieve those goals via making optimal
use of them.

Muhammad and Umar (2012) in their work examined the influence of job burnout on intention
to stay in the organization: mediating role of affective commitment among workers in Lahore
city, Pakistan and found that; emotional exhaustion have significant effects on employees’ intent
to stay in the organization directly and through the mediation of affective commitment. Kumar et
al (2012) examine the influence of organizational culture, organizational commitment and person
organization fit towards turnover intention in fast food industries of Malaysia. Their findings
revealed that organizational culture and organizational commitment, organization person fit has
an impact on turnover intention in fast food Industry. This study departs from previous studies as
it seeks to examine the relationship between social intelligence and employee turnover in
Deposit Money Banks in Port Harcourt.
More so, the following research questions guided the study:

i. What is the relationship between social information processing and voluntary turnover in
deposit money banks in Port Harcourt?

ii. What is the relationship between social information processing and involuntary turnover
in deposit money banks in Port Harcourt?
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Fig.1 Conceptual Framework for the relationship between social intelligence and employee
turnover.

Source: Desk Research (2020)

LITERATURE REVIEW

Theoretical Foundation

Social Learning Theory

Social learning theory focuses on modeling as the primary source of learning. Research has
demonstrated that given the right conditions, modeling can take place online. More modem
research in the area of neuroscience might explain social learning through the activation of
mirror neurons (a variety of brain cells) that sense both movement and feelings of another and
prepare us to imitate the move and feel with them (Goleman, 2007). Social skills, and by
extension social intelligence, are dependent upon mirror neurons, and by further extension, social
learning theory. Little information exists about how social learning in a distance environment
affects social intelligence. This research will provide some clarity in that area. Goleman’s Social
Intelligence Goleman (1990) came across an article in an academic journal by two psychologists,
John Mayer and Peter Salovey, who offered the first formulation of a concept they called
“emotional intelligence,” which was a departure from the prevalent view of intelligence at the
time, which was the idea that life success was influe2ded by other components besides
intellectual ability. In 1995, Goleman supported the theory with updated research in his 10th

anniversary edition (Goleman, 2005). Goleman explains how his view of emotional intelligence
is based on a set of human capacities within us as individuals that he characterizes as crucial. His
theory of social intelligence developed from the theory of emotional intelligence, as an extension
beyond the individual to include interaction with others (Goleman, 2007). 30 As detailed in the
section on the historical development of social intelligence, social intelligence is not a new
concept, dating back to Dewey in 1909. Goleman could be seen as a researcher who stood on the
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shoulders of giants, modernizing and expanding upon the existing research on social intelligence
as well as developing a theory of social intelligence.

Social Intelligence

Social Intelligence (SI) is the ability to get along well, with others, and to get them to cooperate
with you. Sometimes referred to simplistically as people skills, SI includes an awareness of
situations and the social dynamics that govern them, and knowledge of interaction styles and
strategies that can help a person achieve his or her objectives in dealing with others. It also
involves a certain amount of self-insight and a consciousness of one’s own perceptions and
reaction patterns. Social Intelligence, at its most basic level, is the ability of humans to interact
with each other effectively. Applied in the context of today’s business environment, Social
Intelligence is what a company needs to maintain meaningful, productive relationships with its
current and potential customers, employees, partners, and any other relevant group interacting
with the organization—as well as with each other—through social channels,

The concept of social intelligence has generated a lot of argument amongst scholars in social and
management sciences. The psychometric view of social intelligence was originated from
Thorndike (1920). In his work, he divided intelligent into three forms namely; abstract
intelligent, mechanical intelligence and social intelligence. Thorndike defined abstract
intelligence as the ability to understand and management of concepts and abstract ideas,
Mechanical intelligence refers to the ability to understand and manage concrete targets (objects)
within personal environments. Moss and Hunt (1927) defined social intelligence as the ‘ability to
get along with others”. Vernon (1933) in his work, viewed social intelligence as the person’s
“ability to get along with people in general, sol technique or ease in society, knowledge of social
matters, susceptibility to stimuli from other members of a group, as well as insight into the
temporary moods or underlying personality traits of strangers”. Wechsler (1958) argue that;
social intelligence is just general intelligence applied to social situations”.

Social Information Processing:
This describes social interaction within current cognitive processes: the awareness and
acceptance of social situations, the defining and setting of targets, the searching of feedback or
social solutions, the taking of optimal decisions, the implementation of chosen action, while at
the same time observing its effectiveness (Silvera et al., 2001; Friborg et al., 2005; Gini, 2006) in
(Sudraba et al, 2014). Social information processing (SIP) theory is broadly concerned with the
mental processes used by individuals to create a behavioral response during social interactions
(Crick and Dodge 1994). The theory suggests that all individuals go through six sequential
processing steps, which are relatively independent of each other, during their processing of a
social situation, to arrive at a decision.

These steps include: (I) attention to social cues, characteristics of intent, goal generation,
accessing scripts of past behavior from memory, (2) decision making, and (3) enacting the
decision through behavioral responses (Dodge and Rabiner 2004; Zelli et al. 1999). Adding to
the complexity of this decision-making process is that emotions are hypothesized to occur with
each sequential step and, therefore, play a vital role in each decision (Crick and Dodge 1994;
Dodge 1991; Dodge and Rabiner 2004).
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Employee Turnover

Employees’ turnover is a much studied phenomenon Shaw et al. (1998).But there is no standard
reason why people leave organization(Ongori, 2006). Employee turnover is the rotation of
workers around the labour market; between firms, jobs and occupations; and between the states
of employment and unemployment Abassi et al. (2000). The term “turnover” is defined by Price
(1977) as: the ratio of the number of organizational members who have left during the period
being considered divided by the aver-age number of people in that organization during the
period. Frequently, managers refer to turnover as the entire process associated with filling a
vacancy: Each time a position is vacated, either voluntarily or involuntarily, a new employee
must be hired and trained. This replacement cycle is known as turnover Woods, (1995) cited in
Ongori, 2006. This term is also often utilized in efforts to measure relationships of employees in
an organization as they leave, regardless of reason. Now days, the issue of employee turnover
has become a major concern for many organizations and it occurs when employees leave their
job.

According to Arokiasamy, (2013), cited in Fanaye (2017) when an employee leaves the
organization, it may have a variety of effects that is not only on organization interest but also on
the employee him/herself and the society. Suleiman & Som (2013) cited in Asamoah and Eugene
(2016) asserted that turnover is expensive since organization has to spend a lot of money to
advertise, recruit, select and hire new employees. After a lot of effort has been made in
recruitment, training and development, employees leave the establishment for other jobs. And
turnover intention is the crucial stage before the actual turnover occurs.

Voluntary Turnover

According to Kazi and Sadeh (2011), employee turnover can categorized as involuntary and
voluntary turnover. Voluntary turnover refer to termination initiated by employees (Armstrong,
2010). In other word, it depends on the decision of employee due to various reasons that are
perceived by employees. Noe (2006) posit that when employees leave organizations at their own
discretion, it is referred to as voluntary turnover. It is initiated by the choice of an employee. A
similar definition is given by Egan (2005) stating that an instance of voluntary turnover reflects
an employee’s decision to leave an organization, whereas an instance of involuntary employee
turnover or a discharge reflects an employer’s decision to terminate the employment relationship.

However, Carmeli (2003) explains that modeling turnover in this manner can vary significantly
from an employee viewpoint to that of the employer. Long et al. (2002) supported that an
employee whose performance is below average may be forced out of an organization with threats
of firing or with unattractive hours or assignments, yet if the employee initiates the terminations
himself, they are recorded as voluntary. Staw (2007), voluntary employee turnover can be caused
by lack of job satisfaction, alternative job opportunities as well as job stress. When looking at
voluntary turnover, it is important to consider attractions such as available alternatives. However,
voluntary employee turnover can be predicted and in turn be controlled.

Involuntary Turnover
Involuntary turnover are beyond the control of management, it happen when an employee has no
choice in the termination process. It can result from different situation like, dismissal, retirement,
health issue, etc. Involuntary employee turnover according to Booth and Hamer (2007) is a
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discharge that reflects an employer’s decision to terminate the employment relationship. Griffeth
(2003) reported that involuntary employee turnover includes death, retirement and dismissal.
Boxall and Purcell (2003) further explained that turnover initiated by an employee such as
resigning to take care of a terminally ill family member should also be considered as involuntary
turnover since it involves reasons over which the employee has no control. Carmeili (2003) also
defines involuntary turnover as the need to cut costs, downsize or restructure due to reasons
which are independent of the affected employee(s).

This represents a decision or choice made by the employer. Chiu and Francesco (2003) think that
the distinction between voluntary and involuntary turnover is important but no straightforward.
Employees leaving organizations may wish not to disclose the real reasons for leaving as they
are dependent on the organization for future reference.

Relationship between Social Intelligence and Employee Turnover
Managers need to develop their social intelligence so that they can be able to get along well with
their employees and make them cooperate with them. Managers with high social intelligence will
be highly effective than the one whose social intelligence is low. Managers represent the image
of the organization, and therefore the employees’ attitude to work depends on the impression
they perceive from their superiors. Employee intention to remain on their job is directly
proportional to the behavior and intelligent their manage/s display in the workplace, Hotel
managers that exhibit presence potentials like confidence, self-respect and self-worth while
carrying out assignment tend to be imitated by their subordinate and seen as a role model. Hotel
managers must be socially aware of every situation in the organization by understanding the
social context that influences behavior, and choose the best behavioral strategies that are most
likely to be successful. To have a good situational awareness in the workplace managers need to
respect employees’ interest.

Bank managers must develop their ability to express themselves clearly, use language
effectively, explain concepts clearly and persuade their subordinates with good ideas that will
encourage them to stay on their job instead of using harsh words that will drive employees’ away
from the organization. The introduction of employees’ into the banking industry will not make
them to be effective without a proper induction that will help them to understand the
philosophies, policies and culture of the organization. Managers need to be socially intelligent
about the benefits of induction and training. Because when induction process is completed, the
employees are likely to be effective in their various jobs and this in effect will have a positive
influence on the organizational success. Induction is followed by continuous training which can
either be on-the-job or off-the-job training. On-the-job training occurs when employees’ are
trained while they are on their jobs in the organization; while off-the-job training refers to when
they are taken outside their organization for seminars, conferences, and workshops that will
develop their skills and abilities to be efficient and effective. These will have a positive remark
in the lives of the employees’ and thus; they will not think of quitting their present jobs to look
for another elsewhere but remain with their organization.

The study postulates the following hypotheses to be tested:

Ho1: There is no significant relationship between social information processing and voluntary
turnover in deposit money banks in Port Harcourt.
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Ho2: There is no significant relationship between social information processing and involuntary
turnover in deposit money banks in Port Harcourt.

METHODOLOGY

The study adopted the cross-sectional survey in its investigation of the variables. Primary data
was sourced through structured questionnaire. Data was generated from 147 workers within the
regional offices of the deposit money banks in Rivers State. A total of 7 hypotheses were tested
in the study, with 6 being bivariate and tested using the Spearman’s rank order correlation and
the 7th being multivariate and tested using the partial correlation coefficient The research
instrument was validated through by experts as provided by supervisors vetting and approval
while the reliability of the instrument was achieved by the use of the Cronbach Alpha coefficient
with all the items scoring coefficients above 0.70. The hypotheses were tested using the
Spearman’s Rank Order Correlation Statistics. The tests were carried out at a 95% confidence
interval and a 0.05 level of significance.

DATA ANALYSIS AND RESULTS

Table 1: Association between social information processing and employee turnover
Information Voluntary Involuntary

Information Correlation 1 -.672** -.777**

Sig. (2-tailed) .000 .000

N 147 147 147

Voluntary Correlation -.672** 1 .927**

Sig. (2-tailed) .000 .000

N 147 147 147

Involuntary Correlation -.777** .927** 1

Sig. (2-tailed) .000 .000

N 147 147 147
Source: Research data, 2020

Social information processing and voluntary turnover
The relationship between social information processing and voluntary turnover is revealed to be
significant given the observed correlation: -0.672 and a p-value of .000 which is less than 0.05.
The correlation value shows a strong and significant relationship between both variables. The
hypothesis of no relationship is rejected based on the decision rule of P < 0.05. We therefore
reject the null hypothesis and restate that the social information processing is significantly
associated with employee voluntary turnover.
Social information processing and voluntary turnover
The relationship between social information processing and involuntary turnover is revealed to be
significant given the observed correlation: -0.777 and a p-value of .000 which is less than 0.05.
The correlation value shows a strong and significant relationship between both variables. The
hypothesis of no relationship is rejected based on the decision rule of P < 0.05. We therefore
reject the null hypothesis and restate that the social information processing is significantly
associated with employee involuntary turnover.



International Academy Journal of Management, Marketing & Entrepreneurial Studies

asasubmitpaper@gmail.com 57

DISCUSSION OF FINDINGS

The results from the test of hypotheses revealed that there is a significant positive relationship
between social intelligence and employee turnover in deposit money banks in Rivers State. The
result of the analysis on the relationship between the dimensions of social intelligence and the
measures of employee turnover revealed that social intelligence is significantly associated with
employee turnover in the deposit money banks in Rivers State. The results imply that practices
which reflect social intelligence such as social information processing social awareness and social
skills contribute to reducing (given that the relationships are negative in nature) the employee
turnover of the organization. Hartman’s (1998) reiterates this point in his observation that the
practice of social intelligence within the framework of the organization can be considered as
being an effective way of addressing workplace issues and controlling for conflict and grievance
within the organization. This view is further corroborated by Goleman’s (2000) assertion that
social intelligence reflects the individual’s maturity levels and confidence in self which in turn
impacts on their relationships with others within the organization. These are necessary for driving
healthier levels of relationships within the workplace and for establishing outcomes of work
stability and the reducing of turnover (voluntary or involuntary within the organization).

The implications of these findings are that the practice of social intelligence within the
organization stimulates and drives a more sensitive and responsible workforce and improves the
decision-making features of the leaders. This follows the assertion of Moreira (1999) that the
practice of social intelligence is important to the wellbeing and conduciveness of the workplace
and serves as a supportive framework that integrates interpersonal relations and exchanges within
the organization. According to Moreira (1999) it can be used as a tool in bridging the divide
between leadership expectations and workers attitudes and thereby advancing increased tolerance
and understanding within the workplace. Similarly, the finding corroborates the assertions of
Hartman (1998) who affirmed that social intelligence offers the worker an effective means of
communicating and interacting with co-workers, supervisors and subordinates, such that empathy
and regard for the position and situations of others are taking into account; this as evidenced
further influences the choices and decisions of the workers in the organization.

CONCLUSION AND RECOMMENDATIONS

The finding from our analysis reveals a significant correlation between social intelligence and
employee turnover as well as a significant level of moderation from organizational culture on the
study variables. The analysis also showed that practices related to social intelligence (social
information processing, social awareness and social skills) were substantial and well appreciated
by participants in the respective organizations. Therefore, based on these observations and the
results of the hypotheses which revealed significant associations between both variables; the
following assertions and conclusions are hereby proffered that the practice of social information
processing by workers enhances their appreciation of others within the organization and also
affords them a sense of responsibility towards others within the workplace wherein they are able
to function and as such their tendency for turnover is reduced in their respective deposit money
banks in Rivers State.

The study thus recommends that management should support and establish training programs
aimed at improving workers sensitivity and social intelligence within the workplace. This would
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as observed enhance the nature of relationships and wellbeing of workers within the
organization.
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Abstract: This study intends to examine the relationship human resource information systems and
employee commitment of hotels in Port Harcourt, Rivers State, Nigeria. The study adopted the cross-
sectional research survey design. Primary source was generated through self- administered
questionnaire. The population of the study was 350 employees of 20 selected 3- star hotels in Rivers
State. A sample size of 187 was calculated using the Taro Yamene sample size formula. The research
instrument was achieved by the use of the Cronbach Alpha coefficient with all the items scoring above
0.70 to be selected. Data generated will be analyzed and presented using both descriptive and inferential
statistical techniques. The hypotheses was tested using the Spearman’s Rank Order Correlation
Statistics. The findings of the study revealed that there is a significant relationship between human
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response made by the organization presupposes the involvement of people. People have a role to
play in the implementation of strategic responses for they impact significantly on firm
performance (Kandula, 2006). Organizations get their work accomplished through employees
who perform different tasks. Therefore in order to improve the performance of organizations,
employee commitment is necessary as it promotes level of individual employee performance. An
employee who is committed in the work place is of great value to the organization as they may
need little or no supervision to accomplish the tasks assigned to them (Brown & Taylor, 2011
cited in Kamau, 2015).

John and Elyse (2010) asserted that there is no firm that can achieve peak performance in the
current competitive business environment unless it makes optimal use of its employees. Every
employee needs to be committed to the company’s goals and objectives, performs their duties as
effectively as a member of the team in order to realize organizational objectives.  Employees
need to partner with the entrepreneurs as they rely on the efforts of the entrepreneur to deliver on
the organizational objectives.  This is due to the fact employees want to be part of an
organization that is successful, which pays well and offers opportunities for development and
security of tenure (John & Elyse, 2010).

The addition of information technology to the human resource industry had revolutionized the
contemporary and modern workplace. The HR professionals now have an improved capacity
not only to gather information, but also to store, sort and retrieve it in a timely and effective
manner. This has not only increased the efficiency of the organization but also the effectiveness
of the human resource management function and department (Mujtaba, Afza, & Habib,
2011).Human resource information is key to making strategic decisions on human resources and
providing an opportunity for human resource professionals to contribute to organizational
strategy. The provision of HRIS has increased quite significantly among organizations of
different sizes due to their ability to enhance the strategic human resource management role in
the company or firm.

Human Resource Information System (HRIS) is a concept which utilized the Information
Technology for effective management of the human resource, its functions and applications in
the firm. HRIS enables systematic procedure for collecting, sorting, storing, maintaining and
recovering data required by the organizations about its human resources (Singh, Jindal, &
Samim, 2011). Human Resource Information Systems (HRIS) is a computerized system
typically comprised of a data base or inter related database that track and monitor employees
and their employment specific information (Gill & Johnson, 2010).

The computerization of HRIS had resulted in an integrated database of human capital files
which produced reports for the human resource function and department. For this, the human
resource department needed accurate and timely data with regard to its human resources. HRIS
supported organization planning, administration, decision making and control. The system
supported modules and applications such as employee selection and placement, payroll, pension
and benefits management, intake and training and development projections, career pathing,
equity monitoring and productivity evaluation. The information systems increased
administrative efficiency and reproduced reports capable of improving decision making in
human resources. HRIS had also helped with projecting staffing demand and supply needs,
improving both data maintenance process and data input process within the firm. The HRIS
improved the training process, eliminated procrastination of HR functions resulting to cost
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saving on the HR functions. The information generated from HRIS increased coordination
between the HR department and the top administrators in organizations and mainly the
operational managers. The purpose of this study was to examine the relationship between
human resource information system and employee commitment of three- star hotels in Rivers
State?

Furthermore, this study was guided by the following research questions:
i. What is the relationship between e-recruitment and affective commitment of three- star

hotels in Port Harcourt, Rivers State, Nigeria?
ii. What is the relationship between e-recruitment and normative commitment of three- star

hotels in Port Harcourt, Rivers State, Nigeria?
iii. What is the relationship between e-recruitment and continuance commitment of three-

star hotels in Port Harcourt, Rivers State, Nigeria?

Fig.1 Conceptual Framework for the relationship between human resource information
system and employee commitment

Source: Desk Research (2020)

LITERATURE REVIEW

Human Resource Information System

A Human Resources Information System (HRIS) is a soft-ware or online solution that is used for
data entry, data tracking and the data information requirements of an organization's human
resources (HR) management, payroll and bookkeeping operations. An efficient HRIS provides:
administration of all staff data, reporting and evaluation of staff data, company-related records,
including staff handbooks, disaster evacuation methods and security recommendations, rewards
management, such as enrollment, status modifications and updating of personal data. It is an
information system or managed service that provides a single, centralized view of the data that a
human resource management (HRM) or human capital management (HCM) group requires for
completing human resource (HR) processes such as recruitment, placement, payroll management

Employee Commitment

Affective Commitment

E-Recruitment
Normative Commitment

Continuance
Commitment

Human Resource
Information Systems
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and other human resource practices (Rouse, 2014). Human resource information systems may
also be viewed as a way, through software, for businesses big and small to take care of a number
of activities including solutions in recruiting, training and payroll. A human resource information
system allows a company to plan its HR costs more effectively, as well as to manage them and
control them without needing to allocate too many resources toward them. In most situations,
human resource information systems may also lead to increases in efficiency when it comes to
making decisions in HR and as a result enabling the HR practitioner to obtain many hours of his
or her day back instead of spending these hours dealing with non-strategic, mundane tasks
required to run the administrative-side of HR.

E-recruitment

E - recruitment function is a sub process such as long and short-term candidate attraction, the
generation, pre-screening, and processing of applications or the contracting and on boarding of
new hires. Online job advertisements on corporate web sites and internet job boards, online
Curriculum Vitae databases, different forms of electronic applications, applicant management
systems, corporate skill databases, and IS supported workflows for the contracting phase are only
few examples of the various ways by which information systems today support recruitment
processes (Gurol, Wolf and Ertemsir 2010). In HR planning process it is easier to follow
workforce gaps, the quantity and quality of the labour force and to plan future workforce
requirements with the help of HR knowledge systems (Dessler, 2005).

Employee Commitment

In recent time, several scholarly research works have been conducted in the area of employee
and organization commitment. Commitment is a difficult concept to define (Meyer & Allen
1997; Meyer & Hercovitch, 2001). They defined commitment is a force that binds an individual
to a course of action that is of relevance to a particular target. Meyer & Maltin (2010) are of the
opinion that the binding force can be experienced in different ways (i.e. can be accompanied by
different mindsets), including an affective attachment and involvement with the target and an
awareness of the cost associated with discontinuing involvement with the target and that in its
pure form, these mindset are referred to as affective commitment (AC), normative commitment
(NC) and continuance commitment (CC) respectively.

Measures of Workers Commitment

Affective Commitment (AC)

According to Meyer & Allen (1997) affective commitment refers to the employee’s emotional
attachment to identification with, and involvement in the organization based on positive feelings,
or emotions, toward the organization. The antecedent for affective commitment include
perceived job characteristic where there is task autonomy, task significance, task identity, skill
variety and supervisory feedback, organizational dependability that mean extent to which
employees feel the organization can be counted on to look after their interest, and perceived
participatory management that they can influence decisions on the work environment and other
uses of concern to them (Madi et al, 2012). They further asserted that the use of these
antecedents is consistent with the findings by Rowden (2002) that these factors all create
rewarding situations, intrinsically conducive to development of affective commitment.
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Normative Commitment (NC)

According to Madi, et al (2012) normative commitment refers to an employee’s feeling of
obligation to remain with the organization where it based on the employee having internalized
the values and goals of the organization. Normative commitment is said to reflect a sense of
obligation on the part of the employee to maintain membership in the organization (Bal,et al,
2014). It has also been conceived that the potential antecedents for normative commitment
include co-worker commitment where it includes affective and normative dimensions as well as
commitment behaviour, organizational dependability and participatory management. And that
coworkers’ commitment is expected to provide normative signals that influence the development
of normative commitment. It is worthy to mention that organizational dependability and
participatory management are key issues that will foster and install a sense of moral obligation to
reciprocate to the organization. Normative commitment is said to reflect a sense of obligation
instilled in the employee to sustain membership in the organization (Bal, et al, 2014).

Continuance Commitment (CC)

Bal, et al (2014) opined that continuance commitment is based on the perceived costs associated
with discontinuing employment work with the organization. Kanter (1968) referred to
continuance commitment as a cognitive orientation where costs are considered when leaving or
remaining with the organization. Continuance commitment is seen as the commitment that is
based on the cost that the employee is associated with when leaving the organization (due to high
cost of leaving). And the potential antecedents of continuance include age, tenure, career
satisfaction and intent to leave.  Age and tenure can be seen as adopted predictors of continuance
commitment, as a result of their roles as substitute measures of investment in the organization
(Meyer & Allen, 1997).

Human Resource Information System and Employee Commitment

A central theme within the human resource management literature concerns the identification of
“best practices” that enhance both organizational performance and employee commitment.
Research in this area is driven by efforts to find links between these practices and firm level
outcomes, such as higher productivity, lower turnover, low rates of absenteeism and higher
levels of financial performance (Arthur, 1994; Huselid, 1995). Research exploring the impact of
these human resource practices on employee 18 commitment is considerably more limited
(Guest, 1999). Yet, there is an implicit assumption within the literature that these human
resource practices may be applied both across and within organizations, yielding desirable firm
level outcomes and employee behaviors.

Shiri (2012) in his study on human resource management indicates that HRM is especially
important in a knowledge-based institution, where ideas and expertise are greatly valued, and a
creative and innovative workforce is necessary to meet the challenges of this new dispensation.
Efficient and effective management of human capital is increasingly an imperative and complex
process. As a result, there has been a considerable increase in the number of organizations;
public universities inclusive are gathering, storing, and analyzing information regarding their
human resources through the use of software which is human resource information system. Shiri
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observed that this increasing application of HRIS is meant to increase performance of individual
organizations which use the systems.

The study postulates the following hypotheses to be tested:

Ho1: There is no significant relationship between e-recruitment and affective commitment of
three- star hotels in Port Harcourt, Rivers State, Nigeria.

Ho2: There is no significant relationship between e-recruitment and normative commitment of
three- star hotels in Port Harcourt, Rivers State, Nigeria.

Ho3: There is no significant relationship between e-recruitment and continuance commitment of
three- star hotels in Port Harcourt, Rivers State, Nigeria.

METHODOLOGY

The study adopted the cross-sectional survey in its investigation of the variables. Primary data
was sourced through structured questionnaire. The population of the study is 350 employees of
20 selected 3- star hotels in Rivers State. A sample size of 187 was ascertained using the Taro
Yamene sample size formula. The research instrument was validated through by experts as
provided by supervisors vetting and approval while the reliability of the instrument was achieved
by the use of the Cronbach Alpha coefficient with all the items scoring coefficients above 0.70.
The hypotheses were tested using the Spearman’s Rank Order Correlation Statistics. The tests
were carried out at a 95% confidence interval and a 0.05 level of significance.

DATA ANALYSIS AND RESULTS

Table 1 Correlation Matrix for e- Recruitment and Employee Commitment

E-
Recruitment

Affective
Commitment

Normative
Commitment

Continuance
Commitment

Spearman's
rho

E -Recruitment Correlation
Coefficient

1.000 .828** .824** .578**

Sig. (2-tailed) . .000 .000 .000
N 150 150 150 150

Affective Commitment Correlation
Coefficient

.828** 1.000 .753** .776**

Sig. (2-tailed) .000 . .000 .000
N 150 150 150 150

Normative
Commitment

Correlation
Coefficient

.824** .753** 1.000 .708**

Sig. (2-tailed) .000 .000 . .000
N 150 150 150 150

Continuance
Commitment

Correlation
Coefficient

.578** .776** .708** 1.000

Sig. (2-tailed) .000 .000 .000 .
N 150 150 150 150

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

Source: SPSS output version 23.0

Ho1: There is no significant relationship between e-recruitment and affective commitment of
three- star hotels in Port Harcourt, Rivers State, Nigeria.
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The correlation coefficient (r) shows that there is a significant and positive relationship between
e- Recruitment and Affective Commitment. The rho value 0.828 indicates this relationship and it
is significant at p 0.000<0.05.  The correlation coefficient represents a very high correlation
indicating a very strong relationship. Therefore, based on empirical findings the null hypothesis
earlier stated is hereby rejected and the alternate upheld. Thus, there is a significant relationship
between e-recruitment and affective commitment of three- star hotels in Port Harcourt,  Rivers
State.

Ho2: There is no significant relationship between e-recruitment and normative commitment of
three- star hotels in Port Harcourt, Rivers State, Nigeria.

The correlation coefficient (r) shows that there is a significant and positive relationship between
e-recruitment and normative commitment. The rho value 0.824 indicates this relationship and it
is significant at p 0.000<0.05.  The correlation coefficient represents a very high correlation
indicating a very strong relationship. Therefore, based on empirical findings the null hypothesis
earlier stated is hereby rejected and the alternate upheld. Thus, there is a significant relationship
e-recruitment and normative commitment of three- star hotels in Port Harcourt, Rivers State,
Nigeria.

Ho3: There is no significant relationship between e-recruitment and continuance commitment of
three- star hotels in Port Harcourt, Rivers State, Nigeria.

The correlation coefficient (r) shows that there is a significant and positive relationship between
e-recruitment and continuance commitment. The rho value 0.578 indicates this relationship and it
is significant at p 0.000<0.05.  The correlation coefficient represents a moderate correlation.
Therefore, based on empirical findings the null hypothesis earlier stated is hereby rejected and the
alternate upheld. Thus, there is a significant relationship between e-recruitment and continuance
commitment of three- star hotels in Port Harcourt, Rivers State, Nigeria.

DISCUSSION OF FINDINGS

The results from the test of hypotheses revealed that there is a significant positive relationship
between human resources information system and employee commitment of hotels in Port
Harcourt, Rivers State, Nigeria. This finding agrees with Gurol, Wolf and Ertemsir (2010) who
stated that E - recruitment function is a sub process such as long and short-term candidate
attraction, the generation, pre-screening, and processing of applications or the contracting and on
boarding of new hires. Online job advertisements on corporate web sites and internet job boards,
online Curriculum Vitae databases, different forms of electronic applications, applicant
management systems, corporate skill databases, and IS supported workflows for the contracting
phase are only few examples of the various ways by which information systems today support
recruitment processes. In HR planning process it is easier to follow workforce gaps, the quantity
and quality of the labour force and to plan future workforce requirements with the help of HR
knowledge systems (Dessler, 2005).

Also, our study corroborates with the findings of Dery, Grant &Wiben, (2009) who opined that
many companies have seen a need to transform the way human resource operations are
performed in order to keep up with new technology and reducing the number of employees. The
internet has therefore become an increasingly popular way to recruit applicants. Delivering
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human resource services online supports more efficient collection, storage, distribution and
exchange of data.

CONCLUSION AND RECOMMENDATIONS

This study thus concludes that human resource information system significantly influences
employee commitment of three- star hotels in Port Harcourt, Rivers State, Nigeria.

The study recommends that management and HR managers of hotels need to continue investing
towards improvement of the human resource information systems with a view to enhancing their
service delivery such as investing in online recruiting tools for pre-employment screening,
personality assessments and testing to screen candidates to allow selection of qualified candidates
who match the organization's values and culture with minimal human interaction.
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INTRODUCTION

Over the last two decades, globalization and rapid technological advancements have raised a
situation where organizations encounter challenges like varying customer demands and increased
competition. To keep pace with these changes and to maintain a competitive edge, organizations
need to innovate that is to explore and implement new ideas. Organizations bring innovation in
their product, service; introduce new technology, new managerial or administrative practices and
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their employees. Innovative Work Behavior (IWB) is described as the intentional creation,
introduction and application of new ideas within a work role, group or organization, in order to
benefit performance (Janssen, 2000). It helps to develop new and creative ideas and to
encompass their implementation.

In the rapidly changing competitive work environment, organizations are increasingly faced with
the need to get engaged into innovative work behaviours to get enduring competitive work
advantage and delivering newly developed product. Changing surroundings, access of the people
to the information, changing demands of the clients, new and advanced technology, and rapidly
changing circumstances play an important role in today’s expanding world. Rapidly changing
hierarchical needs and demands of the customers and suppliers put a great deal of emphasis on
employees' innovative work behaviour nowadays (Jung, Chow, & Wu, 2003; Yukl, 2002). To
meet this challenge, successful organizations, nowadays, prefer to hire innovative employees
(Ramamoorthy, Flood, Slattery & Sardessai, 2005). Getz and Robinson (2003) reported that
eighty percent ideas in the organization are generated by employees who are innovative.

In organizational context, organizational culture, resource factors and climate of the organization
are the conditions that support creative performance of individuals (Sundgern, Dimenas &
Gustafsson, 2005). The climate of the organization is assumed by the employees through
organization’s practices and procedures, which in turn formulate and shape their priorities.
Solomon et al. (2004) found organizational climate to be an essential factor that affects the
individual's innovative behavior.

Organizations in the 21stcentury are facing more challenges than ever before. These challenges
are not unique to any specific organization or industry, but affect all organizations, regardless of
their structure or size. Organizational climate in particular is constantly challenged by changes
impacting organizations today (Nair, 2006). From human relations approach, employees have
been accepted as the most important component of organizations. In order to make organizations
much more effective and productive, perceptions of employees have become more important. As
the concept is related to perceptions of employees, organizational Climate has been attracting
many researchers (Arabaci, 2011).

The climate of an organization refers to those aspects of the environment that are consciously
perceived by organizational members (Armstrong, 2003). In short, it refers to how the members
of an organization perceive it as it goes about its daily business. There is a general agreement
that organizational climate is a multi-dimensional concept, and that a number of typical
dimensions could be described. Organizational climate is defined as the shared perceptions,
feelings and attitudes organizational members have about the fundamental elements of the
organisation which reflect the established norms, values and attitudes of the organization’s
culture and influence individuals‟ behaviour either positively or negatively (Gerber, 2003).

Climate or atmosphere in workplace has impact on employee’s motivation, behavior, attitudes
and potentials, which, in turn is predicted to influence organizational productivity (Adenike,
2011). In other words, the climate or the organizational climate is considered very important in
the life of organizations due to its clear effects and relations to the various regulatory activities. It
affects employees‟ satisfaction and performance and, thus, the success of the organization and its
ability to continue (Al-Saudi, 2012). For these reasons, organizational climate has been a topic of
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considerable research over the last thirty years, both theoretically and empirically (Dawson et al.,
2009).

LITERATURE REVIEW
Concept of Organizational Climate
Schneider et al. (2011) conceptualized climate as employees’ shared perceptions of
organizational events, practices, and procedures. These perceptions are assumed to be primarily
descriptive rather than affective or evaluative (Schneider et al., 2011; cited in: Schneider, Ehrhart
and Macey, 2013). Organizational climate is the set of measurable properties of the work
environment that is either directly or indirectly perceived by the employees who work within the
organizational environment that influences and motivates their behaviour (Holloway, 2012).
Organizational climate is defined as the recurring patterns of behaviour, attitudes and feelings
that characterize life in the organization more related to atmosphere and values (Aiswarya &
Ramasundaram, 2012). An organizational climate refers to the values, beliefs that are not visible
but exist within the employee’s behaviour and action (Moghimi &Subramaniam, 2013). In
literature, there is no generally accepted definition of organizational climate. Because it is a
complex, multilevel, and multidimensional phenomenon derived from employees‟ perceptions of
their experiences within an organization, stable over time and widely shared within an
organizational unit (Dawson, Gonzalez-Roma, Davis & West, 2008). Schneider and Reichers
(1983) define organizational climate as a shared or summary perception that people attach to
particular features of the work setting. According to Watkin and Hubbard (2003) organizational
climate is ‘’how it feels to work in a particular environment and for a particular boss, more
precisely it is a measure of employees’ perception of those aspects of their environment that
directly impact how well they can do their jobs.

Innovative Work Behaviour
A comparatively new dimension of research emerged in the field of innovation in recent years is
individual’s future oriented and self-initiated behaviors. These actions are aimed at changing or
bringing improvement in one’s current situation (Parker, Williams & Turner, 2006). Such
behaviors include proactive work behavior and innovative work behaviour (Janssen, 2000). The
connotation of innovative behavior is to generate innovative output and benefit to the
organization. Employee’s behaviors aimed towards making new products, processes and services
are included in such behavior (Scott and Bruce, 1994). Innovative work behaviour is more
applied in nature as it is to result in innovative output. The two concepts of creativity and IWB
are thought to be overlapped and used interchangeably by many researchers (De Jong, 2006).
Innovative work behaviour is defined by De Jong (2006) as Individuals’ behaviors directed
toward the initiation and intentional introduction of new and useful ideas, processes, products or
procedure within a work role, group or organization.

De Jong (2007: 19) described innovative work behavior (IWB) as “individuals’ behaviors
directed towards the initiation and intentional introduction (within a work role, group or
organization) of new and useful ideas, processes, products or procedures”. According to Baer
(2012) and Kanter (1988), IWB refers to the development and initiation of novel and useful ideas
and implementing these ideas into new and improved products, services or ways of doing things.
Rules and regulations and procedures are not sufficient to ensure effective employee behavior in
the workplace; there is always some need for discretionary innovative actions to adapt to new
situations and unusual circumstances (Janssen, 2003). Especially the firms operating in
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technology domain should be more creative and innovative rather than they did in the past in
order to survive, compete, grow and lead (Jung et al., 2003). IWB implies that individuals go
beyond the scope of their job requirements to be innovative of their own free will. It includes
idea generation as well as the types of behavior needed to implement improvements that will
enhance personal and/or business performance. The construct of IWB thus captures both the
initiation and implementation of ideas. In doing so, IWB differs from more limited constructs
such as employee creativity which focuses on the discovery and generation of ideas (De Jong,
2007). Initiation for idea generation is a divergent phase, including activities such as the
recognition of problems and thinking about ways to improve things. This phase results in more
suggestions for innovations, such as new products, services or work processes. Implementation is
a convergent phase directed towards the development and launch of innovations in order to
acquire their benefits (King and Anderson, 2002). King and Anderson (2002), described
innovation process as two main phases: initiation and implementation. The dividing line between
the two phases is believed to be the point of the first adoption of the innovation; that is, the point
at which the decision is made to implement the idea. First phase ends with the generation of the
idea and second phase ends with the realization of the idea (King and Anderson, 2002).

Scott and Bruce (1994) first regarded innovative work behavior as a multistage process and
stated that innovation consists of multistage and discontinuous activities as idea generation, idea
promotion and idea implementation and individuals can be expected to be involved in any
combination of these behaviors non sequentially and at any time. Based on in-depth interviews
with managers of an R&D facility and drawing on Kanter’s (1988) work on the stages of
innovation, they developed a six-item scale. Leaving out the transfer task, Scott and Bruce’s
(1994) measure captures the behaviors of idea generation, coalition building and idea realization
as Kanter (1988) stated four major dimensions: idea generation, coalition building, idea
realization and transfer. Janssen (2000), referring to Scott and Bruce (1994), he regarded IWB as
consisting of three dimensions, namely idea generation, idea promotion and idea implementation.

Innovative work behaviour is generally outlined in the context of how individuals could facilitate
the achievement of initiation and intentional introduction of new and useful ideas, processes,
products or procedures (Leong & Rasli, 2014). Innovative work behaviour thus includes
behavior of employees that directly and indirectly encourages the development and introduction
of innovations on the workplace (Spiegelaere, Gyes, Vandekerckhove & Hootegem, 2012). In
current working environment, innovative work behaviour is one of the important factors for
organizational growth and development in both private and public sectors (Abdullatif, Johari, &
Adnan, 2016). It is aligned with Hakimian, Farid, Ismail and Nair (2016) that innovative work
behaviour can be as competitive advantage for an organization.

Innovation is also seen as a various process with different activities and different innovative
work behaviour essential at each stage (Ghani, Hussin & Jusoff, 2009). Therefore, an individual
can be anticipated to involve in any blends of these behaviours at any particular time (Dörner,
2012). Innovative work behaviour may result from individual reaction toward high work load
(Ramamoorthy et al., 2005). Employees try to adapt themselves to the high work load by
generating, promoting and implementing ideas to adapt themselves or work environment
(Akram, Haider & Feng, 2015). In ensuring efficiency and to absorb the dynamic change in
current competitive market, organizations are increasingly relying on the innovativeness of their
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employees (Akram et al., 2015). This trend encouraged the organizational scholars to investigate
those organizational factors that have a strong impact on the innovative work behaviour of
employees (Abdullatif et al., 2016).

Stages in Innovative Work behaviour
The innovation process is made up of two core segments, initiation and implementation. The
initiation segment of the innovation process ends as soon as the idea is produced, whereas the
implementation phase ends when the idea is implemented (King & Anderson, 2002). Thomas
(2006) further added that in the organizational settings, these ideas are usually produced by
individuals or teams that are vital for success of organizations. These ideas are cherished by
creative thinking, made up of four steps naming; preparation (gathering information, doing
analysis, and search solutions); incubation (letting the mind work sub-consciously to carry on the
process); illumination (inspiration, when an individual is relaxed and not essentially thinking
about the problem, there is a possibility that it can come to individual’s mind); and verification
(it is about testing the ideas, solutions, obstacles and insights for applicability). Innovation when
taken in a broad sense has some important components: generating new ideas and their
implementation. According to Thomas (2006) there are three stages of innovation process;
naming: Generation of ideas (production of new ideas and improvement of the recent ones);
harvesting ideas (gathering, examining and evaluating the ideas); developing and implementing
the ideas (study, testing, enhancement and development of the ideas and implementing them).

Individual innovation begins with idea generation that is the production of novel and useful ideas
in any domain (Amabile & Rigolizzo, 2015). These ideas are the first task of innovation process
and can stem not only from creative ideas that originate within organization but also from the
ideas adapted from the existing situation which resulted in innovation as well. Perceived work-
related problems, incongruities, discontinuities, and emerging trends are often instigators of the
generation of novel ideas (Drucker, 2014). Problems at the existing work flow, insufficient
response to customer requests or market trends change can be examples to such instigators (De
Jong & Hartog, 2007). Employees respond to these situations with new ideas such as developing
new products and services, reengineering the working styles and/or processes (Kanter, 1988 cited
in Ömür, 2019).

The next task of the innovation process consists of idea promotion to potential allies. At its core,
innovation is a sociopolitical process that can be expected to be resisted by organizational
members who are committed to the existing frameworks of thoughts and actions (Janssen, 2003;
Kanter, 1988; cited in: Janssen, 2005). Therefore, a worker’s innovative behavior is likely to be
obstructed by resisting co-workers who have an interest in safeguarding the existing paradigm or
who want to avoid the uncertainty and insecurity surrounding change. Taken together, on the
basis of literature on resistance to change, co-workers are likely to resist a worker’s innovative
ideas for change because of their desire to avoid the insecurity and stress surrounding change,
their habits and preferences for familiar practices and actions, their wish to reduce cognitive
dissonance, and their commitment to the established framework of theories and practices. This
resistance to change can be conceived as interpersonal conflict in the sense that the innovative
worker who is pushing forward ideas for change is obstructed or irritated by the resisting co-
workers who prevent this change. Besides conflict with co-workers, a worker’s innovative
behavior might also be resisted by other actors in the work environment, such as supervisors,
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subordinates or other stakeholders of the organization (Janssen, 2003). That is, once a worker has
generated an idea, he or she has to engage in social activities to find friends, backers, and
sponsors surrounding an idea, or to build a coalition of supporters who provide the necessary
power behind it (Kanter, 1988; cited in: Janssen, 2000).

The final task of the innovation process concerns idea realization by producing a prototype or
model of the innovation that can be experienced and ultimately applied within a work role, a
group or the total organization (Kanter, 1988 cited in Ömür, 2019). Simple innovations are often
completed by individual workers involved, while the accomplishment of more complex
innovations usually requires teamwork based on a variety of specific knowledge, competence,
and work roles (Kanter, 1988 cited in Ömür, 2019). Additionally, implementation of human
resources strategies, administrative policies such as labor health and safety or team work
implementations can also be evaluated in terms of innovation. For example, starting a teamwork
activity in a public department governed by highly formal rules where many people cannot even
communicate each other healthily can also be considered as an innovative practice. Innovations
may vary from those that are relatively minor, to those that are of great significance. Some
innovations can be introduced in an hour while others may take several years. Some innovations
are unplanned and emerge by accident. In contrast some innovations are planned and managed
(West, 2002).
Organizational Climate and Innovative Work Behaviour
There are a number of factors which are found to affect innovation. These factors affect
individual’s innovativeness at different levels. At individual level; personality features, cognitive
ability and job features; at the work group level; leadership and work group features and at
organizational level; factors included are work organization and organization’s environment or
climate (De Jong, 2006). Organizational climate was found to be one of the key factors
associated with the organization. For the organizations to gain strength and success it is
important to build a climate that facilitates and supports creativity. The organization’s climate is
the frequent patterns of behavior, attitudes and feelings, which are displayed in the daily
environment of the organization and the individuals of the organization experience and
understand it (Isaksen &Lauer, 1999). Organizational climate has been presented as a
multidimensional construct with four dimensions, comprising of autonomy and control, degree
of structure, rewards and consideration, and warmth and support (Parker, Baltes, Young, Huff,
Altmann, LaCost & Roberts, 2003).

Managers who understand how to positively impact the climate of innovation and work behavior
supportive of innovativeness will create the most opportunities for innovation in their
organizations which, in turn, may enhance the performance of organizations (Shanker,
Bhanugopan, Van der Heijden & Farrell, 2017). İşcan and Karabey (2007) state that human
capital plays a major role to succeed and it is so important to establish a workforce in the
organization that generates and implements continuously new ideas and it is essential to build a
strong organizational climate that supports innovation in order to have this workforce in today’s
rapidly changing business environment. Innovation can only be nurtured and grow in a climate
that encourages the new ideas. Such a climate will work as a tool for focusing employees’
attentions on innovation and developing a collective mentality that supports innovation (İşcan &
Karabey, 2007).
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Cooper and Santora (2008), mentioned that climate for organizational innovation is a useful
proxy when it is difficult to get direct behavioral measures of innovation across diverse
organizations and industry sectors. Yeoh and Mahmood (2013) and Imran et al. (2010) also
found a significant positive relationship between innovative organizational climate and
innovative work behavior. Mumford and Gustafson (1988) have argued that organizational
innovation also depends on whether the organization has a climate that supports innovation.
Even when individuals have developed the capacity for innovation, their willingness to
undertake productive efforts may be conditioned by beliefs concerning the consequences of such
actions in a given environment. When an organization’s culture emphasizes reliable and efficient
operations without making any mistakes or is not highly concerned with innovation, employees
will be discouraged from taking initiative in their work even if they are given autonomy. In part,
this is due to employees fearing potentially negative consequences associated with risky
decisions. However, when an organizational culture values initiative and innovative approaches,
employees are more likely to take calculated risks, accept challenging assignments and derive
intrinsic enjoyment from their work (Yukl, 2009).

CONCLUSION
In today’s business world, innovation has become vital in all areas. It has become essential that
firms must take place in the market with innovative products and services, also make innovations
in business processes in order to be able to adapt to continuously changing conditions, respond to
highly diversified customer needs, control the costs and therefore gain sustainable competitive
advantage. We may argue that the primary way for the firms of participating in their field of
activity with more innovative product and services is to motivate their human resources to
innovativeness. Similarly, Imran and Anis-ul-Haque (2011) argued that the organizations willing
to maintain their competitive edge foster the innovative work behavior of their employees.
Generation and realization of creative ideas in an organization can only be possible if employees
at all levels are provided with necessary resources and encouraged for innovation.
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1.0 Introduction

Maintaining and keeping a talented employee and reducing their withdrawal behaviour is
essential and beneficial to the health and wellbeing of the organisation. It is important to reduce
withdrawal behaviour among doctors in this recent time resulting to high performance of the
Nigerian health sector. This need has intensified in recent times owing to the outbreak of Corona
Virus (Covid-19) pandemic in the early year of 2020 in Nigeria. Manalel and Joy (2016)
contended a need to reduce withdrawal behaviour among employees because talented employees
are the drivers of the present-day knowledge-based economy. Kaplan, Brandley, Lachman and
Hayness (2009) defined withdrawal behaviour as an attributes and behaviour displayed by
workers in the job when they decide for some reasons to participate less. Shapira-Lishchinskay
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behaviour among medical doctors in teaching hospitals in south-south, Nigeria. The cross sectional
survey was utilized and a population of two thousand and seventy-nine medical doctors was covered. A
sample size of three hundred and twenty-seven (327) employees were drawn from the population. The
simple random sampling technique was utilized on each of the selected firms. Data were gathered using
copies of questionnaires and only two hundred and eighty-eight copies of questionnaire were retrieved
and used. The retrieved data were analysed using the Pearson product moment correlation.  The
findings revealed that quality of leadership has negative relationship with absenteeism and tardiness.
However, job demand was positively and significantly related with the two measures of withdrawal
behaviour. It was concluded that psychosocial work factor in organisations influences the rate of
withdrawal behaviour displayed by the medical doctors in the teaching hospitals. It was recommended
amongst others that the management of the teaching hospitals should display high level of quality
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and Even-Zohar (2011) remarked that the ability of organisations to reduce withdrawal
behaviour among medical practitioners will help boost the standard of patient care.

Oh (1995) contended that withdrawal behaviour are mostly reactions of workers because they are
dissatisfied with the work. From the above assertion, it is assumed that enhancing the
psychosocial work factor could boost one’s satisfaction and thus reduce negative behaviour like
withdrawal behaviour among employees in the workplace. The concern of psychosocial work
factor is reflected in making work more human because of its impact on worker’s health and
satisfaction. Some scholars presented job demands, job control, co-worker support, reward,
work-family conflict, schedule control, job security, quality of leadership, sense of community,
role conflict, reward as the dimensions of psychosocial work factor (Williams, Buxton, Hinde,
Bray & Berkman, 2018; Berthelsen, Westerlund, Bergstrom & Burr, 2020). Daphine (2019)
addressed nurses’ withdrawal behaviour from the standpoint of work environment and job
satisfaction. ++a negative relationship was observed between work environment and job
satisfaction on withdrawal behaviour. Despite the various attempts to address withdrawal
behaviour in organisation using different constructs, there are dearth of work by scholars on how
psychosocial work factor relates with employee withdrawal behaviour among medical doctors in
teaching hospitals in South-South Nigeria. This study thus bridges these observed lacunas.

Statement of the Problem

In Nigeria, retaining highly talented medical personnel has been a critical issue over the years.
Research has shown that doctors and nurses are continuously in search for better opportunities in
the advanced countries. More unfortunately, many in charge of teaching hospitals do not really
worry about the consequence of these continuous exits on the effectiveness and performance of
the organisation. This is owing to the wrong philosophy held by many which assert that “soldier
go, soldier come, barrack remain”. The challenge of high withdrawal behaviour among medical
doctors in Nigeria was observed in the survey carried out by Ihua and Nsofor (2018). From their
survey, it was observed that 83% of doctors that filled the survey who are based in abroad are
licensed in Nigeria. Shaw et al., (2005) argued that withdrawal behaviour among nurses reduces
the excellence of health care of the patient. Withdrawal behaviour has a tendency to persist if the
psychological and social needs of the employees are not well managed in the workplace.
Daphine (2019) stated that it is essential to identify conditions that affect worker’s satisfaction
and wellbeing to address the issue of withdrawal behaviour. Psychological withdrawal among
medical doctors is detrimental also to the achievement of the organisation. Norlund (2011) and
Ceballos-Vasquez et al., (2015) noted that psychosocial work factor affects satisfaction and
health of workers. However, despite several attempts to address the continuous rise in
withdrawal behaviour, the problem persists. It is on this premise that this study examined how
psychosocial work factor in terms of quality of leadership and job demands relate to withdrawal
behaviour among medical doctors in teaching hospitals in South-South, Nigeria.

Objectives of the Study

The objectives of the study are to examine the relationship between:

i. Quality of leadership and absenteeism among medical doctors in teaching hospitals in
South-South, Nigeria.
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ii. Quality of leadership and tardiness among medical doctors in teaching hospitals in South-
South, Nigeria.

iii. Job demands and absenteeism among medical doctors in teaching hospitals in South-
South, Nigeria.

iv. Job demands and tardiness among medical doctors in teaching hospitals in South-South,
Nigeria.

Research Questions

The following research questions are proffered as a guide in the study;

What is the relationship between:

i. Quality of leadership and absenteeism among medical doctors in teaching hospitals in
South-South, Nigeria?

ii. Quality of leadership and tardiness among medical doctors in teaching hospitals in South-
South, Nigeria?

iii. Job demands and absenteeism among medical doctors in teaching hospitals in South-South,
Nigeria?

iv. Job demands and tardiness among medical doctors in teaching hospitals in South-South,
Nigeria?

Research Hypotheses

The following null hypotheses served as tentative answer to the research questions;

Ho1: There is no significant relationship between quality of leadership and absenteeism among
medical doctors in teaching hospitals in South-South, Nigeria.

Ho2: There is no significant relationship between quality of leadership and tardiness among
medical doctors in teaching hospitals in South-South, Nigeria.

Ho3: There is no significant relationship between job demands and absenteeism among medical
doctors in teaching hospitals in South-South, Nigeria.

Ho4: There is no significant relationship between job demands and tardiness among medical
doctors in teaching hospitals in South-South, Nigeria.

2.0 Review of Related Literature
The study is anchored on expectation theory. The theory of expectancy was first in Vroom's
theory of Valency –Instrumentality–Expectancy (VIE) (1964). In this theory, Valency stood for
value, it was said that instrumentalities were the conviction that if one thing was done, it would
lead to something else while expectations were said to lead to results. The Modern Expectations
Theory states that all actions are based on the expectation that the two-polar pressure will be
placed on the relationship between organisational employees. First, management is under
pressure to recompense employees to their performance expectations and secondly, to make sure
that employees meet employee expectations.



International Academy Journal of Management, Marketing & Entrepreneurial Studies

asasubmitpaper@gmail.com 81

Four assumptions support the theory of expectation (Vroom, 1964). One hypothesis is that
people join organisations in expecting their needs, motivations, and experience. Second, a
mindful choice results in an individual's behaviour. Third, people want things different from the
company. A fourth hypothesis is that people choose between alternatives to optimise their
results. The organisation needs to understand the motivations of its employees, as what works for
one person cannot work for another. The theory of expectancy also proposes that workers have
several expectations. When such expectations are well satisfied, such enhances their
psychosocial state which thus influences their withdrawal behaviour.

Operational Framework

Figure 1: A Conceptual Model Showing the Link between Psychosocial Work Factor and
Employee Withdrawal Behaviour.

Source: Adapted from Smith, Micich and McWilliams (2016).

Concept of Psychosocial Work Factor

Psychosocial work factor is defined as an interaction between work environment, content of job,
conditions of organisation and abilities of workers that may influence health, work satisfaction
and performance. Seigrist and Marmot (2004) described psychosocial work factors as the
spectrum of opportunities for individuals to fulfil their well-being. The health impact of
occupational stress factors may be mediated by psychological well-being, physiological
excitement and risk behaviour (e.g. smoking cigarettes, excessive alcohol consumption)
(Niedhammer, Goldberg & Leclerc, 1998). The physical workplace contextualises the layout and
design of the office while psychological considerations include job, congruity, and supervisors'
social support. Policy provided work arrangements and agreements reached with employers and
unions in harmony with our human resources policies for staff arising from the industrial tools.
Heavy workloads increases absenteeism, self-reported ill health, mental illnesses and anxiety
(Arnold, 2003). In comparison, uncoordinated tasks can also increase tension and adversely
affect well-being and job satisfaction (Mika, 2006).
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The psychosocial aspect of work environment in current and future societies is widely seen as a
major issue. They apply to interactions of conditions of working and environments,
organisational conditions, working functions and material, initiative, the individual
characteristics of workers and of their families (Vischer, 2008).

Quality of Leadership

Quality leadership in alignment with Feigenbaum (2007) is an arena where the philosophy for
empowering and guiding the continuous pursuit or quest for excellence by workers throughout
the establishment is on the basis of quality. Feigenbaum (2007) posited that it is about creating
the domain of trust, honest communication, and openness to inspire the advancement of distinct
quality improvement. The author argued that leaders explicitly have the responsibility to enhance
the system, which denotes to ensure on a continuing basis, for employees to do a better job
through greater satisfaction. Personal qualities required by a leader to carryout and retain
development toward a quality management culture involves motivation, cognitive ability, drive,
self-confidence, integrity, honesty, confidence, charisma, and knowledge (Puffer & McCarthy,
1996).

Leadership as a key constituent in every establishment which influences the firm’s fortune and
determine harmonious relationship that may exist amongst the employees. Leadership in firms is
a process by which one exercises influence calculatedly over others to sharpen the rapport and
behaviours of staffs in organisation (Ukaidi, 2016). In Yuki (1994), it was maintained that
leadership idea varies considerably among scholar. Leadership is sometimes viewed in in
relation to personal behaviour, individual traits, interactive influence and a blend of these.
Leadership denotes an influence that is social, exhibited by someone to gain the support of
different individuals in the attainment of a common objectives.

Job Demands

Job demand is an attribute of a task which requires sustained efforts. Further, it can be seen as
the extent an organisation’s working environment entails certain stimuli that requires some
effort. If more effort is need to meet up with goals, job demand may have negative result (Al-
Homayan, et al., 2013). Although job demands might not be negative, they can be job stressors
in achieving goals because much work connected to higher cost is needed which gives negative
responses such as anxiety, depression, and burnout. Job demands are divided into two, challenge
job stressors and hindrance job stressors.

The term challenge job stressors are those stressors which can promote the personal growth of
workers, career growth and may include high level of workload, time pressure and many
responsibilities. Hence, they are viewed as positive stressors because of its characteristics
abilities to reward the employee (Cohen-Charash & Spector 2001). The term “hindrance job
stressors”, refers to an unpleasant, undesirable, and excessive factors in the process of work
which impede the ability of an employee to meet target with a specific job that an employee
carry out, such as role overload, role conflict, and role ambiguity. Thus, they are viewed as
negative aspects of job demands (Al-Homayan et al., 2013).
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Concept of Employee Withdrawal Behaviour

Many organisations have incurred great expenses because of withdrawal behaviours (Lobene &
Meade, 2013). Management of organisational usually desire to have more productivity and
profits and reducing organisation costs. This desire is made futile by withdrawal behaviours
because work hours are lost by staff to covering for absent employees, increasing their workload
(Lobene & Meade, 2013). Enterprise may be at risk -losing profit when personnel do not report
for their apportioned days. Organisation will therefore either become short-staffed or must pay
additional employees’ overtime to fill the vacancy. This becomes an additional cost unprepared
for (Frick, Goetzen, & Simmons, 2013).

The works of Jones (2009); Gordon (2010); Onuoha and Ezeribe (2011) showed that workers not
treated fairly have more chances of engaging in unexpected behaviours. especially when there is
a feeling of entitlement associated with unfairness perceptions. Also, employee can display some
unusual attitude in organisation because of a breach of contract by the employer (Bolin &
Heatherly, 2001), perceptions of maltreatment (Chiu & Peng, 2008), feelings of disrespect,
injustice, threat to self and frustration (Griffin & Leary-Kelly, 2004) and when the employee is
in financial trouble or feel slighted (Finn, 2013). Timms et al., and Llies et al. (2012), Nguyen et
al. (2013), and Zimmerman et al. (2012) discussed withdrawal behaviour to include employee
tardiness, turnover intention and absenteeism since each behaviour represents some substantial
removal or withdrawal from the place of work.

Absenteeism

No general definition of workplace absenteeism exist in literature. Hanebuth (2008) considers
the absence of duties or responsibilities to be the usual trend, although Fodluck (2007) considers
that the absence is not a workplace trend. Absenteeism means the absence of employee from
work with no reason, agreement, or intent. Sternhagen (1972) describes absenteeism as not
reporting on work for employees when work is expected, i.e. when the payroll is actually used.
Lack of work was increasing in all the world, he said, despite the constructive programs that
many businesses attempt to regulate absenteeism and delay. Patrick (2013) notes that unexcused
absenteeism results in reduced productivity, low moral expectations, and increased burden on
other workers. The employee and employer are affected by absenteeism at the workplace. Some
researchers showed that absenteeism is negatively connected with job satisfaction and
engagement, and an indicator of leadership questions such as the toxic working conditions. The
presence at non-work includes, in part, annual leave, long-term service leave and associated
leave from non-illness, such as parental leave or maternity leave. A wider concept of
absenteeism requires no presence at work, where work is scheduled for attendance. This includes
leave without sickness; many special leaves, such as leave of regret; and time lost in industrial
conflicts. Bayram, Gursaka and Bilgel (2009) maintain that absenteeism violates the contract
between the employer and the worker. It also constitutes an output deviation and a show of work
problem (Bentley, 2013)

Tardiness

Tardiness affects organizational productivity and efficiency (Blau 1994; Steers & Rhodes, 1978)
and absenteeism (Martocchi, 1992; Steers & Rhodes, 1978). A decrease in the morale and/or
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work motivation of the colleagues of tardy or absent employees has also been showed (Jamal,
1984). Employee tardiness is defined as starting of work after the agreed starting time as
approved by employee and employer (Adler & Golan, 1981).

There are several causes of tardiness that are preventable, one of which is linked to the
personality of the employees. Delonzor (2002) in her studies classified workers who come late to
as deadliners. They possess a habit of subconsciously being drawn to the adrenaline rush of
finishing at the last minute. They are the procrastinators that need deadlines to keep motivated.
Unfortunately, as they wait too long to begin, they always have trouble meeting the required time
frame. Another category according to her classification are called the producers. Those are the
people who try to do too much in too little time. This means they overburden themselves and
become inefficient. The employee starting work late is intentionally or unintentionally
communicating dissatisfaction or negative feelings with the employer. Low job satisfaction and a
lack of organisational commitment contributes to the job withdrawal behaviour of lateness.

Empirical Review

The effects of organisational citizenry behaviour (altruism, courtesy, sports and general
conformity) were investigated by Smith, Micih and McWilliams (2016) on employee withdrawal
(turnover, absenteeism, and tardiness). Data was collected from employees (N=334), with
(N=624) Data analysis showed that job satisfactions were related to the conduct of organisational
citizenship and retroactively linked to the overall retirement behaviour of employees.

Different assumptions concerning the effects on withdrawal behaviour by people-oriented
leadership, their restraint by subordinate and the relationship between withdrawal behaviour have
been tested in a Peruvian Call Center (N = 255). Leóna and Morales (2018) Evidence showed an
independence from unstated absenteeism from the intent of turnover, negative effects of people-
oriented leadership on the intention for subordinated turnover regardless of subordinate
employability, and interactive effects of leadership x employability on subordinate uncertified
absenteeism. Based on the increasingly absent from highly employable subordinates and
decreasing absenteeism among low-employment workers, people-oriented monitoring influences
each other. Employees in call centres are susceptible to slowness, absenteeism and turnover as
their jobs are low wage, low-skilled and cause high stress. Supervisors thus achieve better
performance and reduced sales.

In Karachi's urban middle school, Malik Ladhani and Bhamani (2013) examined students’
continuous lateness. The aim was to improve the timing by providing rewards and incentives to
identified middle school students to observe each decline in their lateness. It also concentrated on
encouraging and transforming parents' and teachers' behaviour to late school students. Design
actions were implemented and eight students were selected to intervene in certain strategies.
Then the intervention for the identify students was planned for six weeks and incentives were
provided for them in due course. The post test was conducted using similar measures after the
weeks of intervention. The data included two phases of observations, pre-operational and post-
intervention observations by reviewing the attendance register. It was revealed that the late
students in the post-intervention course were significantly changed. These results underline the
significance of connection between institutional reward practices and student behaviour.
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3.0 Methodology

The cross-sectional survey which is a type of the quasi-experimental design was used in this
study. The accessible population was 2079 medical doctors from 5 teaching hospitals in South-
South Nigeria owned by the federal government. Krejcie and Morgan (1970) was used to
arriving at a sample size of 327.  Thus, 327 questionnaires were distributed to employees in the 5
teaching hospitals. The simple random sampling technique was used. This technique was used
because it gives a true representative of the entire population and reduces the tendency for
researcher bias in selecting the sample case. The independent variable (psychosocial work factor)
was measured in terms of quality of leadership and job demand. Quality of leadership was
measured using 5 items (e.g., My immediate supervisor displays high leadership quality in my
organisation) and 5 items were used in measuring job demand (e.g. In my organisation, I hardly
have time to complete all my work tasks). Also, the dependent variable (Employee withdrawal
behaviour) was measured in terms of absenteeism and tardiness Absenteeism was measured
using a set of 5 items (e.g., I am often absent from work) and 5 items was used in measuring
tardiness (e.g. In my organisation, I come to work late without permission) Items were rated on a
4-point Likert scale ranging from 1-strongly disagreed, 2-disagree, 3-agree, and 4-strongly
agreed. The Pearson product moment correlation was used in analysing the bivariate hypotheses
through the help of Statistical Package for Social Sciences (SPSS) version 25.0.

4.0 Result

327 questionnaires were distributed to respondent, however, only 296 (91%) copies were
returned and only 288 (88%) were well completed and used for the study. The hypotheses test
was undertaken at a 95% confidence interval, implying a 0.05 significant level. The decision rule
is set at a critical region of p > 0.05 for acceptance of the null hypothesis and p < 0.05 for
rejection of the null hypothesis.

Table 1: Quality of Leadership and Absenteeism
Correlations

QUALITY OF
LEADERSHIP

ABSENTEEISM

QUALITY OF LEADERSHIP

Pearson Correlation 1 -.671

Sig. (2-tailed) .000

N 288 288

ABSENTEEISM

Pearson Correlation -.671 1

Sig. (2-tailed) .000

N 288 288

From Table 1 a significant level p< 0.05 (0.000< 0.05) is seen, this means a significant
relationship between Quality of Leadership and Absenteeism exist. A correlation value of r = -
0.671 implying a strong negative relationship between both variables. This entails that as one
variable increases the other decreases, that is, a positive impact of quality of leadership result a
corresponding decrease in the level of absenteeism. The study therefore observes a strong
negative and significant association between both variables.
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Table 2: Quality of Leadership and Tardiness
Correlations

QUALITY OF
LEADERSHIP

TARDINESS

QUALITY OF LEADERSHIP

Pearson Correlation 1 -.547

Sig. (2-tailed) .000

N 288 288

TARDINESS

Pearson Correlation -.547 1

Sig. (2-tailed) .000

N 288 288

The result of the analysis in Table 2 shows a significant level p< 0.05 (0.000< 0.05), rho = -0.547
between Quality of Leadership and Tardiness. A correlation value of r = -0.547 implying a
negative relationship between Quality of Leadership and Tardiness. An increase in one variable
decreases the other, that is, a positive impact of quality of leadership result a corresponding
decrease in the level of tardiness of the employees. The study therefore observes a strong
negative and significant association between Quality of Leadership and Tardiness.

Table 3: Job Demands and Absenteeism
Correlations

JOB DEMAND ABSENTEEISM

JOB DEMAND

Pearson Correlation 1 .680

Sig. (2-tailed) .000

N 288 288

ABSENTEEISM

Pearson Correlation .680 1

Sig. (2-tailed) .000

N 288 288

The above result shows a significant level p< 0.05 (0.000< 0.05), rho = 0.680 between Job
demands and Absenteeism. This means a significant relationship between Job demands and
Absenteeism exist. A correlation value of r = 0.680 implying a strong positive relationship
between the two variables. Thus an increase in one variables leads to increases of the other, that
is, an increase in job demands is followed by a corresponding increase in the level of
absenteeism. The study therefore observes a strong positive and significant association between
Job demands and Absenteeism.

Table 4: Job Demands and Tardiness
Correlations

JOB DEMAND TARDINESS

JOB DEMAND

Pearson Correlation 1 .514

Sig. (2-tailed) .000

N 288 288

TARDINESS

Pearson Correlation .514 1

Sig. (2-tailed) .000

N 288 288

Table 4 shows a significant level p< 0.05 (0.000< 0.05), rho = 0.514 between Job demands and
tardiness. This means ta significant relationship between Job demands and Tardiness exist. A
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correlation value of r = 0.514 implying a positive relationship between both variables. Thus an
increase in one variables leads to increases in the other, that is, an increase in job demands result
a corresponding increase in the level of tardiness. A positive and significant association between
Job demands and Tardiness is observed in the study.

5.0 Discussion of Findings

Emanating from the findings of the field survey, the study realized the following.

Quality of Leadership and Absenteeism
Based on the bivariate analysis on the nexus between quality of leadership and absenteeism, it
was observed that quality of leadership to relate significantly with absenteeism with P-value of
0.000 which was less than 0.05 level of significant (p-value = 0.000 < 0.05). Thus, the null
hypothesis was rejected. However, the correlation outcome of r = 0.671 indicates that when
quality of leadership in the teaching hospital increase, the deny of doctors displaying
absenteeism reduces. The r-value of -0.671 shows that quality of leadership to a high extent
influences absenteeism. The r2 of 0.45 shows that a unit change in the quality of leadership will
account for up to 45% variation in absenteeism rate. Thus, quality of leadership in the teaching
hospital is very vital in tackling the challenge of absenteeism. This finding agrees with that of
Tharenou (2006) which pose that the kind of leadership style displayed by organization can
reduce absenteeism. Van Dierendonck (2007) highly recommended quality leadership in terms of
transformational leadership style; giving employees responsibilities reduces absenteeism. Thus,
quality of leadership reduces absenteeism among medical doctors. If an employee receives
support from their leaders, this can provide an environment in which the employee attend work
often (Van Dierendonck, et al. 2007).

Quality of Leadership and Tardiness

Result of analysis on how quality of leadership relates with tardiness revealed a noteworthy
relationship between quality of leadership with tardiness, given a less p-value than the level of
significance (p=0.000 < 0.05). The hypothesis which was given in null form was thus rejected
and the alternate hypothesis was accepted. The correlation value (r) was -0.547. This indicate a
negative relationship between quality of leadership and tardiness among doctors in the teaching
hospitals in south-south, Nigeria. The negative relationship implies that the tardiness among
medical doctors reduces when there is quality of leadership in place. In essence, poor leadership
can intensify employee tardiness in the teaching hospitals. Furthermore, the r2 was 0.299. This
denotes that a unit change in quality of leadership in the teaching hospitals will account for up to
29.9% total variation in tardiness among the medical doctors. Hence, quality of leadership is a
vital tool for reducing negative behaviour of tardiness in organisations. This finding concurred
with that of Benkhoff (2007) and Laschinger and Finegan, (2002) which observed that if
employees perceive their supervisor as competent and like their leadership style, they will be
more satisfied and committed to the organization which thus reduces tardiness among the
employees in the organization.

Job Demands and Absenteeism

Result of the fourth hypothesis on how job demands relates with absenteeism showed a p-value
which was less than the significant level (p=0.000 < 0.05). This connotes that job demands
relates significantly with absenteeism among medical doctors in teaching hospitals in south-
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south, Nigeria. The null hypothesis was rejected and the alternate hypothesis was accepted.
When the job demands is high without a corresponding resources in meeting up with such
demands, such induces stress in the individual which could result in the display of absenteeism.
The correlational value (r) was 0.680. This is to say that job demand has a strong positive
relationship with absenteeism rate among medical doctors in the teaching hospital. An increase
in job demands will thus result in high increase in absenteeism. Furthermore, the r2 of 0.46
implies that a unit change in job demands will account for 46% total variation in absenteeism
among the medical doctors in teaching hospital. Thus, one can assert that higher job demand is a
contributory factor to the rise in the level of absenteeism displayed in organisation. This finding
agrees with that of This finding agrees with that of Hekanen et al (2006) which observed that
increase in job demands result in task difficulty, reduces enthusiasm and intensifies absenteeism
in the workplace.

Job Demands and Tardiness

Drawing from the bivariate analysis as how job demands relates with tardiness, it was observed
that there exists a substantial relationship between job demands and tardiness among medical
doctors in teaching hospitals in south-south Nigeria. This is because the p-value of 0.000 was
less compared to level of significance of 0.05 (p-0.000 < 0.05). In alignment with the decision
role, the null hypothesis was rejected, and the alternate hypothesis was accepted. Tardiness
increases among doctors when there is high job demand. Thus, increase in job demands will
intensify the tardiness which is a negative behaviour in organisation. The correlation value (r) of
0.514 shows a high link between job demands and tardiness in organisation. The r2 of 0.26
implies that a unit change in job demands among medical doctors in teaching hospitals, account
for up to 26% total variation in tardiness. This finding agrees with that of Chen et al (2017)
which remarked that job demands increases counterproductive work behaviour in the
organization. Chen and Spector (1992) observed that job demands results in the display of
negative work behaviour.

6.0 Conclusion and Recommendation
Withdrawal behaviours among medical doctors in the teaching hospital is detrimental to the
success and wellbeing of the organisation and health sector in Nigeria. However, ensuring
quality of leadership will help reduce the rate of absenteeism of doctors in the teaching hospitals.
The higher the job demands, the higher the absenteeism among the doctors. Again, tardiness in
among doctors can also be intensified by the level of job demand in the hospitals. When the job
is highly demanding, such increases the tardiness in the teaching hospitals. Again, a positive
organisational culture, enhances the psychological state of the employees which hence reduces
their withdrawal behaviour in their organisations. Conclusively, psychosocial work factor in
organisations influences the rate of withdrawal behaviour displayed by the medical doctors in the
teaching hospitals. From the conclusion reached, the following recommendations are hereby
proffered.

1. The management of the teaching hospitals should display high level of quality leadership
to enhance positive work behaviour and thus reduce withdrawal behaviour among the
medical doctors.

2. Job requirement of doctors should be structured in a way to avoid work overload, as such
will help eliminates high absenteeism rate among the doctors in the teaching hospitals.
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3. The positive psychological state of the medical doctors should be given some level of
concerns by reducing activities that poses strain on the workers as such will help reduce
turnover intention among the doctors.

4. The management of the teaching hospitals should also ensure that necessary requirements
to carry out a particular job are given to the doctors to reduce job strain and withdrawal
behaviour in the organisation.
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INTRODUCTION 

Women entrepreneurs are vital to the economic development, poverty and unemployment 
reduction of a nation. They have roles to play in the social, economic, and political life of any 
nation. Moore and Buttner (1997) in Farr-Wharton and Brunetto (2007) defined women 
entrepreneurs as: “women who use their knowledge and resources to develop or create new 
business opportunities, who are actively involved in managing their businesses, own at least 50 
per cent of the business and have been in operation for longer than a year”.  

Abstract: The purpose of this study was to examine the relationship between entrepreneurial risk-taking 
and performance of women entrepreneurs in Rivers State. The study adopted a cross sectional survey 
design to solicit responses from women entrepreneurs in Rivers state, using simple random sampling. 
The target population of Women Entrepreneurs in Rivers State is 329 obtained from the 2018 Directory 
of the Rivers State Ministry of Women Affairs and Rivers State Ministry of Commerce and Industry. The 
sample size was 181 using the Taro Yamen’s formula. After data cleaning, only data of 153 respondents 
were finally used for data analysis. Descriptive statistics and Spearman’s rank correlation were used for 
data analysis and hypothesis testing. Findings revealed that there is a significant relationship between 
entrepreneurial risk-taking and performance of women entrepreneurs in Rivers State. The study thus 
concludes that entrepreneurial risk-taking enhance the performance of women entrepreneurs in Rivers 
State with regards to contribution to household sustenance and contribution to employment generation. 
The study therefore recommends that women owner/managers should adopt an entrepreneurial risk-
taking mindset in which they are able to anticipate, welcome and manage risk effectively. Therein lies 
the secret of entrepreneurial success. 
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Women entrepreneurs have become important players in the entrepreneurial landscape (Pages, 
2005). In Africa, the equal right of women and their equal participation in the social, cultural, 
economic and political life have remained elusive. As such, they are still the main victims of 
poverty, social prejudice, lack of access to health services and education. African women 
entrepreneurship development is generally inadequate and beset with numerous constraints and 
challenges, which have to do with culture, religion, entrepreneurial behaviours such as lack of 
innovativeness, inability and unwillingness to take calculated risks, lack of determination and 
lack of economic independence (Ozigbo &Ezeaku, 2009).  

Although the number of women entrepreneurs in the entrepreneurial ecosystem is still small as 
compared to businesses owned by men, this is encouraging as it shows that women no longer 
adhere to the stereotype that only men can be wage earners in the family. Women entrepreneurs 
are largely concentrated in the informal, micro, low growth and profit areas where competition is 
intense. This abysmal performance could be traceable to limited education, rudimentary skills, 
low household and business income, lack of savings and social networks, not possessing the 
required professional relationships, lack of mentorship, inadequacy of relevant experience, 
limited access to support services which includes loan levels suited to their business needs, 
technical and managerial training. These problems arise from limited capacity outreach of 
existing institutions as well as the inability of women entrepreneurs to pay for such services. The 
low level of performance is further accentuated by gender- related discriminations occasioned by 
socio-cultural factors which pose a hindrance to their entrepreneurial activities. Such 
discrimination is in the area of social wealth, non-acceptance and negative perception of women 
in business, lack of the ability to gain the confidence of stakeholders (creditors, debtors, and 
employees) and the inability to balance family with work life (Adim, Tamunomiebi & 
Akintokunbo, 2018) The low level of performance among women entrepreneurs is also traceable 
to the low level of entrepreneurial risk-taking which impedes their entrepreneurial success. 

Risk taking relates to a business readiness to pursue opportunities despite uncertainty around the 
eventual success (Deakins & Freel, 2012). It entails acting boldly without knowing the 
consequences. Risk taking, may also be viewed as a firms management knowingly devoting huge 
amount of resources to projects in anticipation of high returns but may also entail a possibility of 
higher failure (Mahmoud & Hanafi, 2013). The psychological theories of locus of control and 
need for achievement entail a moderate level of risk taking propensity (Deakins & Freel, 2012). 
Callaghan (2009) has also been associated with higher performance by individuals. This might 
predict that a moderate level of risk taking propensity would be associated with higher levels of 
performance. However, in terms of different contexts, the effects of the dimensions of 
Entrepreneurial orientation, including risk taking, were expected to differ in terms of their effect 
on performance according to the specific context. The purpose of this study was to assess the 
relationship between entrepreneurial risk-taking and performance of women entrepreneurs in 
Rivers State. Specifically, the study: 

i. Examined the relationship between entrepreneurial risk-taking and women entrepreneurs’ 
contribution to household sustenance. 

ii. Examined the relationship between risk-taking and women entrepreneurs’ contribution to 
employment. 
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LITERATURE REVIEW 

Theoretical Foundation 
 
Liberal Feminist Theory  
This study is underpinned by the Liberal feminist theory which is rooted in liberal political 
philosophy which encompasses basic beliefs in the equality of all beings, and in human beings as 
essentially rational, self-interest-seeking agents. The liberal feminist theory attributes gender-
based differences to the variations in power and opportunity accorded men and women in 
society, that is, the structural positions women and men occupy in the society (Beasley, 1999). 
Thus, differences in the achievements of men and women are ascribed to the inability of women 
to realise their full potential because they are denied equal access to opportunities in the labour 
markets and to resources. This in turn has hindered women from acquiring the skills and 
capabilities necessary to compete on equal basis with men. According to the liberal feminist 
theory, once equal access to resources is ensured, gender differences in performance seemingly 
disappear (Carter, Williams, & Reynolds, 1997). 
 
Risk-taking  
Risk-taking refers to the tendency to take bold actions such as venturing into unknown new 
markets and committing a large portion of resources to ventures with uncertain outcomes. Risk 
taking relates to a business readiness to pursue opportunities despite uncertainty around the 
eventual success (Deakins & Freel, 2012). It entails acting boldly without knowing the 
consequences. Risk taking, may also be viewed as a firms management knowingly devoting huge 
amount of resources to projects in anticipation of high returns but may also entail a possibility of 
higher failure (Mahmoud & Hanafi, 2013). The psychological theories of locus of control and 
need for achievement entail a moderate level of risk taking propensity (Deakins & Freel, 2012). 
Callaghan (2009) has also been associated with higher performance by individuals. This might 
predict that a moderate level of risk taking propensity would be associated with higher levels of 
performance. However, in terms of different contexts, the effects of the dimensions of 
Entrepreneurial Orientation, including risk taking, were expected to differ in terms of their effect 
on performance according to the specific context.  

Risk-taking propensity can be defined as a person's orientation to take risks (Autoncic, Hisrich, 
Marks & Bachkirov, 2018). Kort (2017) assert that successful leaders and entrepreneurs who are 
comfortable risk takers have developed a mindset around risk taking and a process by which 
entrepreneurs manage their emotions about the unknown, reap the benefits and maximize their 
returns when they take on risks to progress and grow.  One of the entrepreneur's personality traits 
is risk-taking. A risk situation occurs when you are required to make a choice between two or 
more alternatives whose potential outcomes are not known and must be subjectively evaluated 
(Meredith, Nelson, Nook, 1982; in Don-Baridam, 2014). People are afraid to take risk because 
they want to be safe and avoid failure. But the entrepreneur are constantly involved in taking 
calculated business risk because they want to be successful. It is generally believed that 
entrepreneurs take more risks than non-entrepreneurs because the entrepreneur faces a less 
structured and more uncertain set of possibilities (Olaniran, 2016). Risk taking is also perceived 
as tendency towards risky projects (Abratt, & Lombard, 1993).  
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Performance of Women Entrepreneurs  

Mayoux (2001) noted that women entrepreneurs are simply women that participate in total 
entrepreneurial activities, who take the risks involved in combining resources together in a 
unique way so as to take advantages of the opportunity identified in their immediate environment 
through production of goods and services. Most of them are involved in Micro Small and 
Medium Scale Enterprises (MSMES) which contribute more than 97% of all enterprises, 60% of 
the nation’s GDP and a 97% of the total share of the employment (Ndubusi, 2004). The spectrum 
of women in entrepreneurship often ranges from home based businesses (HBB) to micro, small 
and medium enterprises (MSEs) (ILO, 2006). Okafor & Mordi, (2010) opined that women 
possess dual characteristic (For instance they are firstly women and secondly entrepreneurs). 
Therefore, women entrepreneurs possess characteristics which include adaptability (Killby, 
1968), innovativeness/ creativity (Schumpeter, 1934), strength and internal locus of control 
(Annenkova, 2001), ability to think and reason fast and endure (Mayoux, 2001), managerial skill, 
accountability and credit risk. 

Anwar and Rashid (2013) further extended this definition to explicitly include home-based 
female entrepreneurs “Female entrepreneurs are defined as those who use their knowledge and 
resources to develop or create new business opportunities – whether this be informally in a home 
environment without formally registering their business or formally via business registration, 
hiring office premises, etc. - who are actively involved in managing their businesses, are 
responsible in some way for the day-to-day running of the business, and have been in operation 
for longer than a year. 

Women in traditional African economy form the primary producers especially in agriculture, 
food processing including both the preservation and storage of products and that of marketing 
and trading surpluses of vital household items. Women are also involved in activities such as 
weaving, spinning and several hand crafts (Kpelai, 2009). According to Jejeniwa (1995), women 
are at the heart of economic development and economic growth as they control most of the non-
monetary economy (subsistence agriculture, bearing children, domestic labour and so on) and 
play an important role in the monetary economy as well as trading, wage, labour employment 
among others. UNESCO (2002) stated that women form high percentage of the population and 
they have come a long way in businesses, politics, education, sport and other profession. 

Contribution to Household Livelihood and Sustenance  

Opoku-Ware (2014) observed that women all over the world contribute substantially to the 
economic survival of their households. The performance of domestic roles for the survival of 
their households ensures that women engage in other activities outside the home which include 
trading, providing support services to traditional caterers, and selling of ice water to generate 
income in order to reduce the poverty levels of their households. For instance, the income earned 
from these activities are usually used to purchase buckets, basins and cooking utensils like sauce 
pans, plates, bowls, and other things necessary for household use. Hence, women perform dual 
responsibilities, that is, responsibilities in and outside the home. They also bear principal 
responsibility for maintaining the home and caring for society’s dependents’ –children and the 
elderly. However, it is surprising to note that in the developing world, majority of women are 
engaged in the informal sector of the economy as opposed to the formal sector; they perform low 
paid jobs, or work in the family enterprise (ILO, 2008). Their contributions to development are 
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often unrecognized, underestimated and/or unaccounted for in official statistics (World Bank, 
2005).  

Abonge (2012) in a study conducted in North West Region of Cameroon observed that micro 
and small scale enterprises has increasingly become the mainstay of poor women entrepreneurs 
who are compelled to operate these enterprises for household provisioning and as a means of 
creating employment for themselves. Generally, women’s ability to provide for basic household 
needs is considered a major benefit and attributed first and foremost to the ability to run an 
enterprise. Access to micro credit accomplished through access to enterprise support program 
makes available business capital, giving entrepreneurs the opportunity to perform income 
earning activities and/or stay in business. The study indicated a change in living standards of 
women entrepreneurs as a result of the running of a micro enterprise. Entrepreneurs reported the 
use of income earned from their enterprises to meet basic survival needs of food, oil, salt, soap 
and other basic daily household needs. They also contribute in paying their children’s healthcare, 
fees, books and other school needs. It is evident that through the running of their micro 
enterprises, women are able to make substantial contributions in sustaining the livelihood of their 
families. The distribution of roles and the contribution of women in meeting household needs 
affirm the centrality of women entrepreneurs in achieving and ensuring better living standards 
for household members. Thus, operating Micro Small Enterprises has a trickledown effect on the 
survival and welfare needs of other household members, particularly children. As noted earlier, 
women are considered to be more altruistic and express a greater propensity to spend more of 
their income earned on household welfare needs of family members and children (Batliwala and 
Dhanraj, 2004; Kevane and Wydick, 2001; Mayoux, 1995). The provision of basic household 
needs is typically a woman’s responsibility in most households. Women constantly provide for 
the family’s needs and are. 

Contribution to Employment Creation 

Ighodalo (1990) observes that women had to resign their appointment if they wanted to go on 
maternity leave. The global economic recession and the gulf between job creation and the growth 
in the numbers of job seekers have worsened the employment situation for women and men 
alike. But women face greater vulnerabilities in the labour market because of their relative lack 
of education and training, the tendency to channel women into certain occupations, and the 
continuous heavy burdens of unpaid domestic work, child-bearing and child-care, which restrict 
the time and energy available for income-earning activities. Women’s participation in the formal 
sector employment in Nigeria is low. The pattern of relative distribution of the Nigerian modern 
sector workers by industrial sector shows that female participation is highest in the services 
sector and lowest in building and construction sector. More specifically, female empowerment is 
concentrated in the trades, restaurants hotels sectors and community social and personal services, 
all of which fall under the informal sector. The Federal Office of Statistics (FOS) 2003 Annual 
Reports indicate that the informal sector employs about 46 percent of the female labour force, 
mainly in petty trading, home-based processing and manufacturing, where they have little access 
to official sources of credit or information. 

Women’s participation in the labour force in Nigeria can generally be discussed from three 
perspectives. First is agriculture, the mainstay of the economies of most African countries in 
which a large number of women participate. An International Labour Organization (ILO) Report 
reveals that in 1996 in the African region, agriculture offered the highest employment 
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opportunity for women (33 percent), services (27 percent) and industries (16.9 percent). Second 
is the formal sector also known as the “modern” sector or the “organized” sector. It covers the 
public sector and medium /large private sector enterprises that recruit labour on a permanent and 
regular basis for fixed rewards. Its main features include difficult entry, large scale operation, 
regulated market and possession of formal education. These features account for the 
predominance of women in the informal sector. According to the United Nations Development 
Programme (UNDP), women are two-thirds less likely than men to get waged employment; only 
3 out of 10 women in the labour force in sub-Saharan Africa are paid employees. The UNDP 
reports that in 2005, about 5 per cent of the female labour force worked in industry, 20 percent in 
services, 23 percent in sales, and only 6 percent in professional, technical, administrative or 
managerial positions. The international labour organisation ILO (2006) suggests that women’s 
formal sector participation rates dropped from 57 percent in 1980 and 53 percent in 2006, with 
2.5 million women losing their jobs between 1995 and 2000. In Nigeria, women accounted for 
30 percent of retrenched workers, although they were only 18 percent of formal sector workers. 
This was due to the fact that women dominated the lower echelons of the social services sector, 
which faced the heaviest budget cuts. Many of such retrenched women have relocated to the 
informal sector. Finally there is the informal sector. Because employment opportunities as wage-
earning workers often denied women as a result of family responsibilities, lack of skills, social 
and cultural barriers, self-employment or setting up of their own enterprise may be the only 
possibility for women to get access to employment and to earn an income. Consequently, in 
many countries, especially in developing and transition economies, women represent the 
majority of entrepreneurs in micro enterprises and the informal sector. 

Risk-Taking and Performance of Women Entrepreneurs 

Empirical research in the domain of business, and finance reveals that women and men differ in 
their risk preferences and risk perceptions. Women have lower risk preferences than men in the 
general population as well as in specialist populations including managers, entrepreneurs, and 
business students (Hallahan, Faff & McKenzie, 2004; Croson and Gneezy, 2009). In addition to 
risk preferences, empirical evidence suggests that women and men differ in their risk perceptions 
both in quantitative and qualitative terms (Gustafson, 1998). Quantitative research, which is the 
prevailing approach to studying gender differences in risk perception, reveals that women and 
men perceive different levels of the same risks (Gustafson, 1998). Particularly in the domain of 
business and finance, several studies confirm that women perceive more risk than men (Harris, 
Jenkins & Glaser, 2006; Garbarino & Strahilevitz, 2004).  

Further, qualitative research indicates that men and women perceive different risks (Gustafson, 
1998). Women’s concerns were less oriented toward their working life, e.g. risks of economic 
problems and unemployment, and more oriented toward risks related to their home and family 
(Gustafson, 1998). Finally, women and men differ in relation to the interpretation of the meaning 
they attribute to risk (Gustafson, 1998; Schubert, 2006). The extent of gender differences in risk 
perceptions varies with regard to occupational affiliation (Xie, Wang & Xu, 2003). Approaches 
for explaining gender differences in risk perceptions and attitudes focus on: biological factors, 
socialization and social experience (Slovic, 1999; Schubert, 2006); knowledge (Slovic, 1999; 
Schubert, 2006); and socio-political factors (Slovic, 1999). However, most studies on gender and 
risk perceptions and attitudes have not been designed to test explicitly these alternative 
explanations (Gustafson, 1998).  
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Based on the foregoing, the study hypothesized thus: 

Ho1: There is no significant relationship between entrepreneurial risk-taking and women 
entrepreneurs’ contribution to household sustenance. 

Ho1: There is no significant relationship between risk-taking and women entrepreneurs’ 
contribution to employment. 

METHODOLOGY 

Methodology As a quasi-experimental study, the cross-sectional survey method is adopted in the 
generation of data (Baridam, 2001). The author further asserts that the target population is the 
entire population to which the findings are applicable or can be generalized. The target 
population of Women Entrepreneurs in Rivers State is 329 obtained from the 2018 Directory of 
the Rivers State Ministry of Women Affairs and Rivers State Ministry of Commerce and 
Industry. The sample size was obtained using the Kjejcie and Morgan (1970) table for 
determining minimum returned sample size for a given population. The sample size therefore is 
181 and was used for the study. The sampling random technique was used to arrive at the study 
sample. This is because in this sampling method, each member of the population has a known 
and equal probability of being chosen. It is a probabilistic sampling procedure. Primary data was 
collected through designed questionnaires distributed to women entrepreneurs. 

The questionnaire was structured into different sections. Section one was structured to provide 
demographic information about the respondents, while section two would elicit data on the study 
variables. The five (5) point Likert scale (ranging from 1: strongly disagree, 2: disagree, 3: 
neutral, 4: agree and 5: strongly agree), will be used to measure responses from respondents. 

Data collected from the field were edited to ensure consistency of responses. Data collected was 
first sorted and cleaned; it was then categorized and coded thematically and entered into the data 
editor of Statistical Package for the Social Sciences (SPSS 17.0).  

DATA ANALYSIS AND RESULTS 

Table 1: Descriptive Statistics 

 N Minimum Maximum Mean Std. Deviation 
I am willing to take bold actions 
such as venturing into unknown 
markets. 

153 1 5 3.33 1.500 

I am willing to commit huge 
resources to opportunities which 
involve probability of high failure. 

153 1 5 3.78 1.197 

I have a tendency for high risk 
projects and investment even when it 
is considered strange by others. 

153 1 5 4.03 1.227 

I am afraid of taking business / 
investment risk. 

153 1 5 3.90 1.174 

Valid N (listwise) 153     
Source: Survey Data 

Table 1 shows the descriptive statistics for entrepreneurial risk taking measured on a 4-item 
instrument and scaled on a 5-point Likert scale.  From the data, the first item shows a mean score 
of 3.33 which is on the agree range of the scale. The 2nd, 3rd and 4th question items with 3.78, 
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4.03 and 3.90 mean scores respectively indicates that the respondents are more inclined to the 
agree range of the scale used in measurement. Implying that risk-taking is an observed 
phenomenon among the sampled women entrepreneurs. 

Table 2: Response rates for contribution to household sustenance 

  
 Contribution to household sustenance 

 
SD 

 
D 

 
N 

 
A 

 
SA 

 
X 

 
Std 

I use the income from my business to 
support family income and reduce household 
poverty level. 

 
11 

 
7 

 
11 

 
54 

 
70 

 
4.08 

 
1.167 

Income from my economic activities is 
largely invested in family and household 
needs rather than heavy investment outside 
the home.  

 
 
33 

 
 
33 

 
 
17 

 
 
34 

 
 
36 

 
 
3.05 

 
 
1.501 

My household does not benefit from my 
economic activities because income earned is 
not sufficient to meet my own needs. 

 
64 

 
51 

 
15 

 
12 

 
11 

 
2.05 

 
1.218 

My household welfare needs such as health 
care, children’s school fees, clothing, feeding 
etc. has improved because of my business 
income. 

 
 
10 

 
 
13 

 
 
19 

 
 
46 

 
 
65 

 
 
3.93 

 
 
1.218 

Source: Survey Data 

Table 2 above shows descriptive data on the extent to which Contribution to Household 
Sustenance is a measure of performance of women entrepreneurs. The 1st, 2nd, and 4th question 
items with a mean score of 4.08, 3.05 and 3.93 respectively shows that the respondents are more 
on the agree range of the scale. The 3rd question item with a low mean score of 2.05 shows that 
respondents are more on the disagree range of the scale.  

Table 3: Response rates for contribution to employment creation. 

 
Contribution To employment creation 

 
SD 

 
D 

 
N 

 
A 

 
SA 

 
X 

 
Std 

Women’s participation in business is a 
means of employment generation undertaken 
for survival in the absence of formal 
employment. 

 
 
9 

 
 
3 

 
 
13 

 
 
49 

 
 
79 

 
 
4.22 

 
 
1.082 

Women’s increasing involvement in business 
activities reduces the burden of 
unemployment and underemployment.  

 
5 

 
5 

 
9 

 
57 

 
77 

 
4.28 

 
0.956 

Being an entrepreneur provides me the 
opportunity of gainful employment and 
earning a livelihood 

 
3 

 
2 

 
4 

 
51 

 
93 

 
4.50 

 
0.787 

Source: Survey Data 

Table 3 illustrates the response rates and frequency for Contribution to Employment Creation 
measured on a 3-item instrument and scaled on a 5-point Likert scale.  From the data, the first, 
2nd and 3rd question items show high mean scores of 4.22, 4.28 and 4.50 respectively illustrates 
that the respondents are more inclined to the agree range of the scale used in measurement. 
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Table 4 Descriptive statistics for performance of women entrepreneurs 

 N Minimum Maximum Mean Std. Deviation 

Household Sustenance 153 1.50 5.00 3.2778 .72692 

Employment Creation 153 1.00 5.00 4.3312 .78407 

Valid N (listwise) 153     

Source: SPSS 17.0 data Output  

Table 4 above illustrates the descriptive statistics for performance of women entrepreneurs which 
are contribution to household sustenance and contribution to employment creation.  Contribution 
to household sustenance with a mean score of 3.2778 and contribution to employment creation 
with a mean score of 4.3312 indicates that most of the respondents were on the agree range of 
the measurement scale. 

TEST OF HYPOTHESIS 

Table 5:Correlation result  for risk-taking and household sustenance 

   
Risk-taking 

Household 
Sustenance 

Spearman's rho Risk-taking  Correlation 
Coefficient 

1.000 .519 

Sig. (2-tailed) . .000 

N 153 153 

Household 
Sustenance 

 Correlation 
Coefficient 

.519 1.000 

Sig. (2-tailed) .000 . 

N 153 153 
Source: SPSS 17.0 data output 

Ho1: There is no significant relationship between risk-taking and women                                         
entrepreneurs’ contribution to household sustenance  

The results shown in table 5, with a rho value = 0.519, means that a moderate positive 
relationship exist between entrepreneurial risk-taking and women entrepreneurs’ contribution to 
household sustenance. The relationship is not insignificant at p = 0.000< 0.0.1 significance level. 
This means that the stated null hypothesis was rejected. This implying that there is a significant 
relationship between entrepreneurial risk-taking and women entrepreneurs’ contribution to 
household sustenance. 
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Table 6  Correlation result for risk-taking and employment creation 

   
Risk-taking 

Employment 
creation 

Spearman's rho Risk-taking  Correlation 
Coefficient 

1.000 .711 

Sig. (2-tailed) . .007 

N 153 153 

Employment 
creation 

 

 

Correlation 
Coefficient 

.711 1.000 

Sig. (2-tailed) .007 . 

N 153 153 
Source: SPSS 17.0 data output 

Ho2: There is no significant relationship between Risk-taking and women entrepreneurs’ 
contribution to employment. 

The results shown in table 6, with rho value = 0.711, means that a strong positive relationship 
exist between entrepreneurial risk-taking and women entrepreneurs contribution to employment 
creation. This relationship is not significant at p = 0.0007< 0.01 significance level. This means 
that the previously stated null hypothesis rejected implying that there is a significant relationship 
entrepreneurial risk-taking and women entrepreneurs’ contribution to employment creation. 

DISCUSSION OF FINDINGS 

The findings from data analysis revealed that there is a significant relationship between risk-
taking and women entrepreneurs’ contribution to household sustenance. This finding reinforced 
previous research work of Abonge (2012) who found that the distribution of roles and the 
contribution of women in meeting household needs affirm the centrality of women and Women 
Micro Small and Medium Enterprises (WMSE) activities in achieving and ensuring better living 
standards for household members. Thus, operating MSE activities has a trickledown effect on the 
survival and welfare needs of other household members, particularly children. As noted earlier, 
women are considered to be more altruistic and express a greater propensity to spend more of 
their income earned on household welfare needs of family members and children (Batliwala 
&Dhanraj, 2004; Kevane &Wydick, 2001; Mayoux, 1995).  
 
The finding of this study also corroborates the idea that entrepreneurial oriented firms tend to be 
more willing to take risks and appear to be more innovative and proactive that leads to increase 
performance (Zimmerman & Brouthers, 2012). This suggests that the firms and the women 
owner/managers may benefit from efforts to increase their level of entrepreneurial risk-taking in 
order to survive the dynamic, fast-paced and complex business environment which is 
characterized by shorter life cycles, globalization, and continuous improvements in technology. 
Entrepreneurial risk-taking is thus a mechanism for the survival and success of women-owned 
SMEs. Positive relationships between entrepreneurial risk-taking and performance have been 
noted by a number of researchers (Krieser, Marino & Weaver, 2002; Al Swidi & Mahmood, 
2011).  
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Looking at the role of women micro small and medium enterprises (MSMES) as a means of 
generating employment, the focus of other studies has been on self-employment. The fact that 
women MSMES are sole proprietorships (Mead & Liedholm, 1998) and frequently use 
apprentice and/or unpaid family labour. These studies overlook this as a limitation. The available 
evidence in this study sample shows that WMSME activities are predominantly sole 
proprietorship and enterprises with at less than five employees both paid and unpaid.  

CONCLUSION 

Women entrepreneurs have become important players in the entrepreneurial landscape. The 
Literature showed how women entrepreneurs operate in an unfavourable business environment, 
characterized by various challenges ranging from infrastructural deficiency, low access and high 
cost of finance, weak institutions and much barriers to formal economic participation. This study 
concludes based on the sample of women entrepreneurs in Rivers State that: 

1. Entrepreneurial risk-taking significantly enhance women entrepreneurs’ contribution to 
household sustenance. 

2. Entrepreneurial risk-taking significantly enhance women entrepreneurs’ contribution to 
employment creation. 

RECOMMENDATIONS 

i. Women Owner/managers should adopt an entrepreneurial risk-taking mindset in 
which they are able to anticipate, welcome and manage risk effectively. Therein lies 
the secret of entrepreneurial success. 

ii. Women Owner/managers should increase the level of their entrepreneurial 
performance through well-thought out risk-taking in order to survive the dynamic, 
fast-faced and complex business environment which is characterized by shorter life 
cycles, globalization, and continuous improvements in technology.  
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1. Introduction

As economic enterprises and autonomous self-help organizations, cooperatives play an important
role in improving the socioeconomic conditions of their members and local communities, as well
as running large foreign companies (Adesina, Jegede, Abereijo, Fayomi, Akinbami, Opatola &
Oguntimehin, 2015). Cooperative members business play an important role in facilitating access
to credit, procurement and storage distribution of input and marketing of products. Cooperative
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validated questionnaire was used to collect data. Cronbach’s alpha reliability coefficients for the
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83.894, p= 0.000). The study concluded that cooperative credit facilities had significant effect on
member’s business profitability in Remo, Ogun State, Nigeria. The study recommended to the
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1. Introduction
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as running large foreign companies (Adesina, Jegede, Abereijo, Fayomi, Akinbami, Opatola &
Oguntimehin, 2015). Cooperative members business play an important role in facilitating access
to credit, procurement and storage distribution of input and marketing of products. Cooperative
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members businesses create employment opportunities particularly in the rural areas and allow
disadvantaged groups to be organized for social and economic benefit (Yelwa, Omoniyi &
Obansa, 2017). Clearly, cooperative members business from their antecedents have not only
contributed to the development of small-scale business but are in themselves small scale
businesses creating value for the cooperative societies.

Despite the benefits and importance of Cooperative members’ businesses, the cooperative
member’s business performance is still faced with several challenges, including lack of adequate
funds, illiteracy among its members, inadequate training and educational opportunities which
make it difficult for cooperatives to contribute maximally to business promotion activities
(Islam, Fujiwara Sato & Hyakumura, 2018). The amount of capital that a cooperative members
can raise is very limited because the membership is generally confined to a particular section of
the society (Abdullahi, 2018). Also, due to low rate of return the members do not invest more
capital. Government’s assistance is often inadequate for most of the cooperative societies to
carry out their developmental programmes (Garandi & Hassan, 2020).

Globally, there are over 9000 cooperative societies in Canada which are widely supported by
83% of Canadians. They have 18 million members, and they employ more than 150,000 people
and are the major players in many sectors (Ministry of Cooperatives report, 2016). In Finland,
75% of the population are members of a co-operative enterprise. In Belgium, when you enter a
pharmacy, there is a 1 in 5 chance that you are in a co-operative. In Poland 1 out of 3 people live
in houses owned by co-operatives. In France, co-operative enterprises provide nearly 1 million
jobs, representing 3.5% of total employment in the country. In Germany, co-operative societies
have more than 16 million members. In Italy 50% of the agro-food sector is managed by co-
operatives and there are almost 34.000 service co-operatives. In the UK co-operatives have the
largest assortment of Fair-Trade products compared to any other retailer (World Cooperative
Monitor, 2020). Also, in Africa, the cooperative sector has continued to grow, at least in a
number of countries. This is despite the economic difficulties that have been plaguing the
continent. (Alam, Hossain & Al Humssi, 2019). The number of registered cooperatives in South
Africa is growing very fast, from 2009 to date 22,030 cooperatives are registered with right
Companies and Intellectual Property Commission (CIPC). Out of 22,030 cooperatives that were
registered only 2644 are still running (Kowo, Owotutu & Adewale, 2019). However, while
cooperatives have grown in importance to the economy over the past four decades, they face
both long-standing and new challenges, resulting from globalisation or the presence of myriad
national laws, but also from organisational and governance issues (Taiwo, Falohun & Agwu,
2018).

In Nigeria, before the modern cooperatives were put in place, there existed cooperative societies
that were indigenous to the local people. These includes the labour clubs, the contribution clubs,
and the indigenous and traditional farmers’ societies which functioned at nearly all villages and
community levels (Akerele & Adekunmbi, 2018). There is hardly any workplace in Nigeria
today particularly government establishments, where there is no cooperative society (Emilia &
Olumuyiwa, 2020). In Nigeria, savings of members are usually very small due to low-income
status of the population and as such majority of the cooperatives do not have enough fund to give
out as loan to their members (Sari & Susilowardhani, 2016). Some cooperative society give less
than what members request for which may not be sufficient for the project members intend to
utilize the loans on. Mastor, Omain, Ali and Earnest (2019) identified lack of adequate funding
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of cooperatives as one of the inhabiting factors or the inability of most poverty alleviation
strategies to yield result. Financing of cooperative society is one of the most important factors
that determine the survival and growth of members business (Ojeleke, Ajayi, Lukmon & Amos,
2020). Unfortunately, cooperative members businesses in Nigeria suffer from the dearth of
funding as they are not able to meet the requirement of obtaining fund from the orthodox
financial institution (Yulhendri, Marna & Oknaryana, 2019). Access to finance not only allows
cooperative members business to be established but also to undertake productive investment in
expanding their business and to acquire the latest technologies which ensures their
competitiveness and its survival.

Extant studies (Adesina, Jegede, Abereijo, Fayomi, Akinbami, Opatola & Oguntimehin, 2015;
Badiru, Yusuf & Anozie, 2016; Olaore & Alao, 2019; Taiwo, Falohun & Agwu, 2018; Yelwa,
Omoniyi & Obansa, 2017) have been carried out on cooperative credit facilities in developing
countries. In Nigeria, such studies focused on the manufacturing sector, health workers, small
and medium-sized enterprises, teaching staff and many more (Akanmu, Clement & Samaila,
2018). The various studies on cooperative thrift and credit facilities in the developed countries
dwell on SMEs performance (Akinrotimi, 2018). Thus, there is inadequate empirical evidence on
how loan facility, member savings, trade credit, and asset financing can influence member’s
business performance. Therefore, this study intends to examine the effect of cooperative credit
facilities dimensions (loan facility, member savings, trade credit, and asset financing) on
member’s business profitability in Remo division of Ogun State, Nigeria.

2. Literature Review

Diverse views and scholarly discourse are embraced in this section along theoretical, conceptual
and empirical lines on the subject matters of cooperative credit facilities dimensions (long term
loan, short term loan, trade credit, and asset financing) on member’s business profitability.

2.1 Cooperative Credit Facilities

A cooperative is simply an association of persons who pool their resources together on mutual
basis to solve specific socio-economic problems, including income generating activities
(Nwankwo, Ogbodo & Onwuchekwa, 2019). Cooperative societies constitute an avenue through
which cheap credit is channelled to the rural areas and especially when it is supported by
international donors and governments (Abdullahi, 2018). Financial cooperatives are described by
Larocque (2015) as an avenue for those without access to commercial banking services to gain
access to financial services that may include savings deposit, productive credit, consumer credit
and loan. Financing is needed to start up a business and ramp it up to profitability (Gbigbi &
Achoja, 2019). Kyazze, Nsereko and Nkote (2020), defined credit as the power or ability to
obtain goods or services in exchange for a promise to pay later. Credit, therefore, is the power or
ability to obtain money by the borrowing process, in return for a promise to repay the obligation
in the future (Katula & Kiriinya, 2018) Credit facility is a type of agreement that is made with
the bank along with the person or organisation in terms of taking credit (Wasinda, 2019). In the
words of Al-Qudah, Abdo, Al-Qudah, Ali and Ahmad (2020) credit facility are a sort of loan
made by a business to take out money within an extended period of time. Credit facility is
identified as a sort of loan that is taken by a business or corporate organisation in terms of
completing their operations and satisfying customer needs.



International Academy Journal of Management, Marketing & Entrepreneurial Studies

asasubmitpaper@gmail.com 19

All loans payable within a period of twelve months are classified as short-term loans and are
excused from having to provide any type of collateral. These loans are prominent in both rural
and urban SACCOs (Arizal & Seswandi, 2019). These loans are usually used to finance basic
household activities, such as acquiring groceries. Loans Medium-term loans are loans that are
repayable within a period of 12 to 36 months. This type of loan, and long-term loans, require the
client to save so that they can gain access to it, and then use their savings as collateral. The
maximum loan amount that a member can access is often set at a multiple of the value they have
saved within the SACCOs (Nwankwo, Ogbodo & Onwuchekwa, 2019). These loans are usually
utilised to finance important events, such as weddings, house renovations or extensions, furniture
acquisitions, loan consolidations, vehicle repairs, dowry and children’s education (Garandi &
Hassan, 2020).

Trade credit is the loan extended by one trader to another when the goods and services are
bought on credit. Trade credit facilitates the purchase of supplies without immediate payment.
Trade credit is commonly used by business organisations as a source of short-term financing
(Lee, Wang & Ho, 2020). Trade credit is the loan extended by one trader to another when the
goods and services are bought on credit. Trade credit facilitates the purchase of supplies without
immediate payment. Trade credit is commonly used by business organisations as a source of
short-term financing. It is granted to those customers who have a reasonable amount of financial
standing and goodwill (Kuveya, 2020).

A financial asset is a non-physical asset whose value is derived from a contractual claim, such as
bank deposits, bonds, and stocks. Financial assets are usually more liquid than other tangible
assets, such as commodities or real estate, and may be traded on financial markets (Abasilim,
Balogun & Adeyemi, 2019). Asset financing refers to the use of a company's balance sheet
assets, including short-term investments, inventory and accounts receivable, to borrow money or
get a loan (Ertor-Akyazi, 2020). Asset financing is a type of borrowing related to the assets of a
company. In asset financing, the company uses its existing inventory, accounts receivable, or
short-term investments to secure short-term financing (Mishra & Mohapatra, 2020).

2.2 Profitability

Firm profitability refers to a company's ability to produce more money than it invests for the
capital it has. The aim of most companies is to make as much money as possible (Niresh &
Velnampy, 2014). Profitability refers to an organization's, firms, or company's ability to profit
from any of its business activities (Muya & Gathogo, 2016). Profit is what pushes business
owners to invest, so it's important to realize that it's not something that can be wished away, as
businesses exist to make money. Profitability is one of main aspects of financial reporting for
many firms (Farah & Nina, 2016). Profitability is vital to the firm’s manager as well as the
owners and other stakeholders that are involved or associated to the firm since profitability gives
a clear indication of business performance.

2.3 Cooperative Credit Facilities and Profitability

Jokka (2019) investigated factors influencing the profitability of saving and credit cooperatives:
the case of Boloso Sore District, Wolaita Zone, southern region, Ethiopia. The findings of this
study showed that, from the eleven independent variables, seven of them significantly affect the
profitability of savings and credit cooperatives were age, educational status, training access,
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family size, loan repayment, saving habit and service delivery. From these variables, training
access and service delivery system highly affect the profitability of savings and credit
cooperatives. Mishra and Mohapatra (2020), carried out an analysis on profitability and financial
health of Sambalpuri Bastralaya Handloom Co-Operative Society Limited in Bargarh district and
the study on SBHCSL revealed that inspite of being an apex institution and a largest cooperative
society; it is still facing the burn of declining handloom market. There are number of reasons for
its poor financial health, like, lack of marketing, more of credit, low sales at exhibition and retail
Showroom, insufficient budget, need for more customization of products, increase in operating
expenses. More studies such as Sotonye. (2020) examined the profitability of fish production by
co- operative society members in Rivers State, Nigeria. The study revealed that fishery
investment and revenues contribute positively to the profit of cooperative fish farmers in the
state, and high cost of fishing inputs; lack of sufficient capital; poor catch; poor sales, and
oil/industrial pollution are the major fish production constraints in Rivers State. Lastly, Duguma
and Han (2018) conducted a research on the effect of deposit mobilization on the financial
sustainability of rural saving and credit cooperatives: evidence from Ethiopia and the results of
the panel regression estimates showed that, among the deposits mobilization variables, the
deposit to loan ratio, deposit to total asset ratio, the volume of deposits, and demand deposit ratio
had a significant direct impact on financial sustainability.

2.4 Research Model

Figure 1 Cooperative credit facilities and members’ business profitability

Source: Research Model (2021)

Figure 1 above shows the research model which indicates the interaction between the
independent variable cooperative credit facilities components (Long Term loan, Short Term loan,
trade credit, and asset financing) and the dependent variable member’s business profitability.
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3.0 Theoretical Review

The Resource based View and the financial intermediation theory was adopted for this study.
The resource-based view theory which was propounded by Pfeffer & Salancik in 1978 proposes
that firm competitive advantage comes from the internal resources that it processes (Wernerfelt,
1984; Barney, 1991), the RBV provides a legitimate foundation upon which cooperative credit
facility researchers can argue that the resources of the firm do, in fact, contribute to firm-level
performance and influence strategy formulation (Allen & Wright, 2006). The resource-based
view focuses on the unique internal resources within firms and exploiting firm specific assets to
achieve competitive advantage. The financial intermediation theory which was developed in
1960 by Gurley and Shaw. The theory guided the establishment of how asymmetry, bargaining
power and transactional costs and other market imperfections affect the ability cooperative
society to source for funds and how that influences their performance. The justification for these
theories was based on their theoretical explanation related to the variables in this research.

The RBV has been criticized because it is static and does not explain how a specific resource can
create sustainable competitive advantage while firms do not have enough knowledge about the
productivity of each individual asset (Cumberland, 2006). In addition, the concept of firm
specific resources is ambiguous, and it is not easy to operationalize measurement items for them
(Knott, 2009). According to Allen and Wright (2006), intermediation theory failed to provide the
rationale for the existence of cooperative credit institutions and the role they play in the modern
economy. Following the study of Porter (1985), in their study, Allen and Santomero (2001) and
Scholtens and Wensveer (2003) suggest that the theory of intermediation needs to reflect and
account for the fact that financial systems in many countries have changed substantially over the
years due to expansion and existence of new financial markets; fallen transaction costs and
cheaper and more available information that should have ordinarily made cooperative credit
institutions to lose their relevance going by the traditional theory, but instead make them more
important..

4. Methodology

This study adopted survey research design which facilitates the use of a structured research
instrument in obtaining data for the analysis. This research design was appropriate for this study
because it allowed the researcher to explain and translate the response from the respondents to
determine the link between the independent and dependent variable and utilized descriptive and
inferential statistics, to investigate the effects of cooperative credit facilities on member’s
business profitability in Remo division of Ogun State, Nigeria. The adoption of this research
design was on the premise that several studies (Akerele & Adekunmbi 2018; Aramburu &
Pescador, 2019; Oladele, Arogundade & Aribaba, 2015) have used survey research design in
similar studies which enabled them to describe similar incidences of the phenomenon to explain
how factors are related in different organisations.

The population was 1,331 registered cooperative society in Remo, in Ogun State, Nigeria. A
sample size of 387 was determined using Cochran formula. Mix sampling was adopted. A
validated questionnaire was used to collect data. Cronbach’s alpha reliability coefficients for the
constructs ranged from 0.71 to 0.94. The response rate was 88.2%. Data were analyzed using
descriptive and inferential statistics. The principal factors investigated were measured on a six-
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point scale with anchors ranging from Very High (VH) to Very Low (VL) = 1, for the
independent and dependent variables, respectively. Multiple regression equation developed along
the dependent and independent variables. Thus, the models can be represented as follows:

Functional Model

Y = f (X)

Y = Members’ Business Profitability (MBP)

X = Cooperative Credit Facilities (CCF)

Y = f(x1, x2, x3, x4)

Where;

x1 = Long Term Loan (LTL)

x2 = Short Term Loan (STL)

x3 = Trade Credit (TC)

x4 = Asset Financing (AF)

Functional Relationship (Fn.)
Y = f(x1, x2, x3, x4)

MBP = β0 + β1xLTL + β2xSTL + β3xTC + β4xAF +εi ------------------------------ Eqn1

β0 = constant of the equation or constant term, β1 = estimated Parameters, μ = Error or
stochastic term and the apriori expectations are that with a p value of < 0.05; the hypotheses
will be rejected.

Presentation of Results and Interpretations
The number of copies of questionnaire that were administered to top executive members,
coordinators, supervisors, and ordinary members of the selected cooperative society in Remo
Division of Ogun State was 387. However, a total of 341 copies of questionnaire were properly
filled and returned. This represented an overall successful response rate of 88.2%. Bell, Bryman
and Harley (2018) posit that a response rate of ≥50% is acceptable to analyse the results of the
study. For this study, a response rate of 88.2% was considered very adequate and useable, hence
the researcher proceeded for data analysis which was subjected to a multiple regression analysis.

4.1 Test of Hypotheses

H01: Cooperative credit facilities dimensions do not significantly affect member’s
profitability in Remo Division, Ogun State, Nigeria.

To test the hypotheses, multiple regression analysis was used. The independent variable was
cooperative credit facilities dimensions (long term loan, short term loan, trade credit, and asset
financing) while the dependent variable was members’ profitability. In the analysis, data for
cooperative credit facilities dimensions were created by adding together responses of all the
items under the various dimensions to generate independent scores for each dimension. For
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members’ profitability, responses of all items the variable were added together to create index of
members’ profitability. The index of members’ profitability (as dependent variable) is thereafter
regress on scores (index) of cooperative credit facilities dimensions (as independent variables).
The results of the analysis and parameter estimates obtained are presented in Table 1.

Table 1: Summary Results of Multiple Regression Analysis of cooperative credit
facilities on member’s business profitability in Remo division of Ogun State, Nigeria
Model B T Sig. F(4,336) R2 Adj. R2 F(Sig)

(Constant) 5.190 4.962 .000 83.894 .707a .494 .000b

Long Term Loan .159 2.039 .042

Short Term Loan .151 1.690 .092

Trade Credit .266 3.421 .001

Asset Financing .145 1.790 .074

a. Dependent Variable: Profitability

b. Predictors: (Constant), Asset Financing, Long Term Loan, Short Term Loan, Trade Credit

Source: Researcher’s Field Survey, 2021

Table 1 presents the multiple regression results for the effect cooperative credit facilities
dimensions on members’ profitability in Remo, Ogun State, Nigeria. The results revealed that
long term loan (β = 0.159, t = 2.039, p = 0.042) and trade credit (β = 0.266, t = 3.421, p = 0.001)
have positive and significant effects on members’ profitability in Remo, Ogun State, Nigeria.
However, short term loan (β = 0.151, t = 1.690, p = 0.092) and asset financing (β = 0.145, t =
1.790, p = 0.074) have a positive but insignificant effect on member’s profitability in Remo. This
implies that only long-term loan and trade credit are significant predictors of members’
profitability in the study area. The results further revealed that cooperative credit facilities
dimensions (long term loan, short term loan, trade credit, and asset financing) explained 49.4%
of the variation in members’ profitability in Remo, (Adj. R2 = 0.494). However, the model did
not explain 50.6% of the variation in members’ profitability in Remo, implying that there are
other factors associated with members’ profitability in Remo were not captured in the model.

Also, the results of Analysis of Variance (ANOVA) for regression coefficients used to test the
overall significance of regression model has the value of 83.894 with (4,336) degrees of freedom
and p-value of 0.000 which was less than 0.05 (F(4,336) = 83.894, p= 0.000). This implies that the
overall model was significant in predicting the members’ profitability in Remo, Ogun State. That
is, members’ profitability is affected by cooperative credit facilities dimensions and the F value
standing at 83.894. The result showed that at least one of the cooperative credit facilities
dimensions has a significant effect on members’ profitability in Remo. In coming up with the
final regression model to predict members’ profitability in Remo, Ogun State, Nigeria,
cooperative credit facilities dimensions are statistically significant and were retained in the
model. The multiple regression model from the results is thus expressed as:
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PR = 5.190 + 0.159LTL + 0.266TC ……….………………… Eq. (i)

Where:

PR = Profitability

LTL = Long Term Loan

TC = Trade Credit

From the above regression equation above, it was revealed that holding cooperative credit
facilities dimensions (long term loan, short term loan, trade credit, and asset financing) constant
(at zero), members’ profitability in Remo, will be 5.190. This implies that if long term loan, short
term loan, trade credit, and asset financing take on the values of zero (do not exist), there would
be 5.190 times level of repetition of the members’ profitability in Remo, Ogun State, Nigeria.
The model shows that a unit change in long term loan and trade credit respectively will lead to
0.159 and 0.266 unit change in members’ profitability in Remo. The results reveal that trade
credit (β = 0.266, t = 3.421, p = 0.001) was the most significant predictor (among cooperative
credit facilities dimensions) of members’ profitability in Remo, while short term loan and asset
financing were insignificant predictors of members’ profitability. Since at least one of the
regression coefficients is significant at 5% significance level as indicated in the table above, the
null hypothesis was rejected.

Discussion of Finding

The objective of this study examined the effect of cooperative credit facilities dimensions on
member’s profitability in Remo, Ogun State, Nigeria. The finding on the hypothesis revealed that
cooperative credit facilities dimensions significantly affect member’s profitability in Remo,
Ogun State, Nigeria. Several empirical findings have established positive link between
cooperative credit facilities and profitability. The study of Nwankwo, Ogbodo and Onwuchekwa
(2019) empirical revealed that cooperative credit enhances member’s profitability. Empirically,
Duguma and Han (2018) conducted a research on the effect of deposit mobilization on the
financial sustainability of rural saving and credit cooperatives: Evidence from Ethiopia and the
results of the panel regression estimates showed that, among the deposits mobilization variables,
the deposit to loan ratio, deposit to total asset ratio, the volume of deposits, and demand deposit
ratio had a significant direct impact on financial sustainability. Also, Sotonye. (2020) examined
the profitability of fish production by co- operative society members in Rivers State, Nigeria.
The study revealed that fishery investment and revenues contribute positively to the profit of
cooperative fish farmers in the state, and high cost of fishing inputs; lack of sufficient capital;
poor catch; poor sales, and oil/industrial pollution are the major fish production constraints in
Rivers State.

Theoretically, the findings are validated by financial intermediation theory which is advanced by
Gurley and Shaw (1960). Financial intermediaries bring together the depositors and the
borrowers matching their transaction needs and providing other services and as a result reduce
the transaction costs and eliminate information costs. Financial intermediaries also act as
delegated monitors (on behalf of the depositors) and therefore help lower monitoring costs hence
eliminating would be agency costs, lower liquidity costs, and lower price risks (Gurley & Shaw,
1960). Several researchers such as Tobin (1969), Akerlof (1970), Pyle (1971), Leland and Pyle
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(1977), Fama (1980), Campbell and Kracaw (1980), Stiglitz and Weiss (1981), Diamond and
Dybvig (1983), Diamond (1984); Boot, Hoffmann and Laeven (2020) contributed to the financial
intermediation theory, focuses on the role of banks as lenders. In that capacity, the theory builds
on the notion that banks develop close relationships with borrowers over time and such
proximity facilitates monitoring and screening and overcome problems of asymmetric
information. Based on this predication, banks as intermediaries serve to reduce transaction costs
and informational asymmetries.

However, the theory is very relevant to this study because the cooperative societies are affected
by financial intermediation, in that the laws that regulate the financial institutions who are the
financial intermediaries to the Cooperative society and the economy as a whole also affect the
availability of capital for the Cooperative society. The financial intermediary theory is linked to
how bank manage the deficit and surplus units. Akingunola (2011), Isa and Terungwa (2011),
Muritala, Awolaja, and Bako (2012) and Taiwo, Falohun and Agwu (2018) have validated
financial intermediary theory in their studies and established that intermediary function between
cooperative societies and surplus units, thus enhance cooperative societies member’s
contribution to economic activities and overall performance. This theory was useful particularly
in the evaluation of the barriers and constraints the cooperative societies face in getting credit
from diverse source surplus funds like deposit money banks. The theory guided the
establishment of how asymmetry, bargaining power and transactional costs and other market
imperfections affect the ability cooperative society to source for funds and how that influences
their performance. The finding is not in agreement with those of Muthoni (2013) whose results
indicate that the relationship between cooperative credit facilities and profitability is
insignificant.

5. Conclusion and Recommendations

The findings of this research provided useful insight for the government agencies with regards to
formulating policies and taking the appropriate measures toward designing strategies for
improving access to credit facilities and overall performance of players in the cooperatives
industry. However, the study recommends that cooperative societies should continue to embrace
contributory saving schemes and other easy to obtain loan processes so as to continuously record
higher growth and also, that cooperative managers should increase their commitment in adopting
cooperative credit facilities to the entire cooperative societies marketing process to enhance
member’s profitability. Further study should examine the effect of cooperative credit facilities on
quality of member’s commitment in Nigeria. The study could be extended to small and medium
scale enterprises in other States in relation to cooperative credit facilities and quality of
member’s commitment to generalize findings.
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1. Introduction  
 
Maintenance culture in this study suggests the habit of regularly and consistently keeping a building, 
machine, facilities, equipment, infrastructures etc in good and working condition. In support of this 
assertion, Suwaibatul-Islamiah, Abdul-Hakim, Syazwina, & Eizzatul (2012) posited that maintenance 
culture is the values, way of thinking, behaviour, perception and the underlying assumptions of any 
person or group or society that considers maintenance as a matter that is important and practices it in their 
life. The basic role of maintenance has traditionally been shallowly perceived as to fix broken items.  

Abstract: The study examined the effect of maintenance culture on firm performance of rice mill in 
Anambra state. The problem of poor maintenance and neglects of equipment was the motivating factor 
for the research. The objectives of this study were basically to assess the effect of maintenance culture 
on firm performance. This study is anchored on structural empowerment theory. The population of the 
study comprised of all the bottled water companies in Nnewi.  A sample size of 552 employees was 
drawn from the population using purposive sampling of which 530 copies of questionnaires were duly 
completed and returned showing 95% response rate. Research hypotheses were tested using Analysis of 
variance (ANOVA) which was carried out with the aid of Statistical Package for Social Science (SPSS) 
version 23. Findings from the study revealed that maintenance culture has positive significant effect on 
firm performance of rice mill in Anambra state. Finance has positive significant effect on firm 
performance of rice mill in Anambra state. In view of the findings, the study therefore, recommends that 
Autonomous maintenance teams consisting of operators, engineers and managers should be set up with 
the aims of improving personnel competence and equipment performance. Firms should continuously 
adopt preventive and corrective measures of maintenance to reduce cost of repairs and intermittent top 
page of production processes. 

Keywords: maintenance culture, finance, ANOVA, Rice Mill, firm performance 
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Taking such a narrow view, maintenance activities have been confined to the reactive tasks of repair 
actions or item replacement. Thus, this approach is identified as reactive maintenance, breakdown 
maintenance, or corrective maintenance. (Fallahian-Najafabadi,Mahbod, and Karimi,(2014).  In as much 
as there is every necessity to progress from this narrow perception, it is equally important to acknowledge 
that the maintenance function has experienced noticeable changes in the last three decades. A more 
evolved view of maintenance as seen from the perspective of Gits, (2018) is defined as all activities aimed 
at keeping an item in, or restoring it to the physical state considered necessary for the fulfilment of its 
production function.  In other words, maintenance is the combination of all technical engineering, 
financial and associated administrative actions intended to retain an item in, or restore it to, a state in 
which it can perform its required function.  This conception of maintenance by Gift, (2018) encompasses 
the proactive tasks such as the regular servicing and periodic inspection, preventive replacement, and 
condition monitoring.   

Also, for optimum performance of equipment, it is incumbent in maintenance department to carry out 
further tasks such as planning of work, purchasing and control of materials, personnel management, and 
quality control, otherwise referred to as terotechnology. Thus terotechnology encompasses of design of 
production machinery, replacement of faulty part at the right time, and proper repairs.  With such 
complexity of responsibilities and activities geared towards ensuring equipment availability by enhancing 
overall equipment effectiveness, maintenance is no longer just a simple function to manage.  Ensuring 
equipment availability is vital as this will enable production of products at the compulsory quantity and 
quality levels.   According to Murray et al. (2016), the scope of maintenance management includes every 
phase in the life cycle of technical systems (plant, machinery, equipment, and facilities), specification, 
acquisition, planning, operation, performance evaluation, improvement, and disposal. 

Lantz, (2017) is of the view that maintenance problem-solving is primarily concerned with four areas:  
maintaining critical systems, fixing the problem quickly and faster than the last time, determining what is 
causing the breakdown to happen so frequently, and identifying the 20 percent of breakdowns that are 
consuming 80 percent of the company’s resources.  To diagnose these problems require great care 
through conducting periodic evaluation and timely maintenance to keep equipment operating under 
acceptable level of service. When the problems are identified, information has to be transmitted to 
Management. Management needs information on maintenance performance for planning, organising, co-
ordinating, financing and controlling the maintenance process. The information needs to focus on the 
effectiveness and efficiency of the maintenance process, its activities, organization, cooperation and 
coordination with other units of the organization.   

This studied while agreeing with the above mentioned has adopted the definition of Enofe and 
Aimienrovbiye, (2018) which consider maintenance generally as activities which include fixing any kind 
of equipment or component in a working order to prevent fault or error from arising, so as to perform its 
intended function, ensuring safety, as well as protecting the environment considering the fact that 
environmental management has turn out to be one of the principal issues companies are facing as a result 
of it’s effect on all other aspect of the company’s operations.  Adopting this definition will give us the 
latitude to discuss some pertinent issues surrounding maintenance which most studies have often ignored.  
For instance the study will dwell on safety and the maintenance of the buildings housing the production 
plant, on maintenance of customers and staff, product quality and how employees capacity development 
are handled in any manufacturing firms.  

These are issues which should not be ignored if one must discuss maintenance in the real sense of it.  We 
cannot equally ignore the index of maintenance effectiveness which was developed based on the market 
share growth in this direction.  Parida and Kumar (2016) are of the opinion that the growth signifies the 
increase of the product demands in the industry. The importance of stakeholder satisfaction as external 
factors that drive performance towards effective maintenance will also be highlighted.  According to 
Kennerly and Neely (2017), for large companies, stakeholders’ opinion and satisfaction are really 
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important for business because they hold the key for a company’s mission and vision. Accordingly, it will 
be of utmost importance if maintenance system is planned and conducted based on stakeholder 
satisfaction.  

Apart from production companies, in-depth study shall be undertaken in some selected service 
companies.  These companies may not be operating on heavy machinery, but most of them operate 
computers and accessories, photocopiers and accessories, and above all, are housed in buildings which 
themselves must be maintained. 

i. Theoretical Framework 
This theory known as Structural Empowerment theory was propounded by Kanter (1977).  Kanter 
maintained that the behavior of employees and their performance in the organization depend on how 
empowered and equip they are. Empowerment in this theory means the level of opportunity given to the 
employees for growth and mobility, the amount of power possessed by employees to access resources and 
information to carry out their duties as well as the kind of equipment available to them to carry out their 
function in an organization. This theory states that when employees are provided with access to 
information, resources, support and the opportunity to learn and develop, then it can be said that such an 
organization promotes empowerment (Larkin, Ciepial, Stack, Morrison & Griffith 2008).The rationale for 
anchoring this study on the theory of Structural Empowerment is because part of the problem that 
contributed to frequent machine breakdown is probably lack of empowerment and support from the 
management. The operatives seemed not empowered to carry out simple maintenance activities and to 
exercise maintenance autonomy. 

Empirical Studies  

Chukwuemeka, and Nsobundu,. (2013). aimed at integrating the efficiency and effectiveness of the 
production function into equipment and plant maintenance in Cutix Cable Manufacturing Plc. Nnewi, 
Nigeria, through the review of their maintenance input for the year 2011. The objectives were to identify 
the lapses in their maintenance culture using the maintenance performance productivity model. To 
identify the effectiveness and efficiency of their production system using the overall equipment 
effectiveness/efficiency model (OEE) and as well establish the correlation between their performance and 
the productivity of their system using the statistical analysis technique. Findings revealed 98.8 hours of 
breakdown resulting to ₦990000($1.55B) being cost of breakdown repair. Equipment 
effectiveness/efficiency varies throughout the year 2011 with values between 81% and 86%. It is 
therefore recommended by the investigation that Cutix Cable Plc should adopt and implement the total 
productive maintenance strategy to improve the Equipment Availability (EA) and its utilization, as well 
as the Production Rate (PR), and the Quality Rate (QR). This research will help CUTIX Cable 
manufacturing Plc to adopt the most effective maintenance strategy. 

Prasanth, Poduval, Jagathy Raj, &  Pramod (2015). Total Productive Maintenance Role of Interpretive 
Structural Modeling and Structural Equation Modelling in analyzing Barriers in its Implementation –A 
Literature Review on Total Productive Maintenance and the barriers in implementation of Total 
Productive Maintenance (TPM) were carried out.The study begins with a brief description of TPM and 
the barriers in implementation of TPM. Interpretive Structural Modeling (ISM) and its role in analyzing 
the barriers in TPM implementation was examined and explained in brief. Applications of ISM in 
analyzing issues in various fields are highlighted with special emphasis on TPM. The studied moves on to 
introduce the Structural Equation Modelling (SEM) and its role in validating ISM in analyzing barriers in 
implementation of TPM. The studied concludes with a gap analysis from the current literature, research 
which can be further carried out and expected its outcomes from the proposed research. 
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Oliveira, Lopes, and Figueiredo (2014), studied the maintenance management practices of companies of 
the industrial pole of Manaus Brazil. A questionnaire was developed and sent to the company of the 
industrial pole and the returned questionnaire data was analyzed using descriptive statistics. The study 
found that the effectiveness of the maintenance function in an industrial unit depends on the equipment 
involved, the training of personnel, and mainly on the adopted strategy for maintenance management. In 
addition to modern equipment ownership, it is necessary to understand the concern about flaws, in its 
details, in order to attack not the consequences but the causes using the most appropriate tools and 
techniques. 

Mutloane (2009), did a study on maintenance management for effective operations management at 
Matimba Power Station in South Africa. The study found that experience has shown that progress of 
implementing change is slow if there was no proactive involvement of all participants and stakeholders, 
especially employees at lower levels involved in operations. A work management process, which is one 
of the pillars of total productive maintenance, was recently implemented at Matimba and is currently 
experiencing teething problems which are being attended to. 

Fredriksson (2012), did an analysis of maintenance strategies and development of a model for strategy 
formulation in Sweden. The study found that More frequent and maintenance focused education 
opportunities for the maintenance craftsmen concerning new technology in assets will contribute to a 
higher level of efficiency and effectiveness for the maintenance work. The management should encourage 
the craftsmen’s ideas and utilize the competence they possess. This will also engage and motivate them to 
improve the organization which will facilitate reaching the desired state –a proactive environment. It is 
also essential that education concerning the ongoing changes within the organization is provided so that 
the customers gain knowledge about what is changing, why it is changing and what the objective of the 
change is. Otherwise, the resistance to change will most certainly be high. 

Mwangi (2014), investigate the maintenance management practices and operational performance in 
electricity producing stations in Kenya. The study found that there was no one particular practice which 
was largely applied in relation to the others. However broadly, preventive maintenance practices were 
largely applied than reactive maintenance. The study found out that the level of top management support 
for maintenance management was low. This was causing a decline effect on operational performance.  

Choka (2012), did a study on the impact of maintenance management systems on maintenance condition 
of built facilities of public universities in Kenya. A survey of maintenance condition of the buildings in 
the two public universities studied revealed that their condition is in need of repair especially the older 
building stock. In Kenyatta University most of the buildings were relatively new and so majorities have 
not been subjected to a lot of disrepair. 

Kariuki (2013), studied the maintenance practices and performance of power sector in Kenya. The case 
study was done with a target population of all the three operational areas with different generation 
technology of hydro, thermal and geothermal. The study used primary data which was gathered by means 
of a self-administered questionnaire issued to respondents and secondary data which was extracted from 
internal operational reports in Eastern hydro power stations. The study established that KenGen has in 
place good maintenance practices. When they were benchmarked with world best practice, it was 
apparent that breakdown maintenances works were extremely high but surprisingly the plants availability 
recording very good results. There was a weak relationship between O&M cost, number of breakdowns 
and the plant availabilities. 

Hamimah & Fauzi, (2012) investigates current implementation in maintenance management and to make 
recommendations to improve infrastructure maintenance management in Malaysian local authorities 
Through the interviews and questionnaires that are directly being conducted with the maintenance 
personnel give a clearer picture on the problems arise by the maintenance personnel in local authorities 
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during carrying out their infrastructure maintenance work. Approach used by most of the local authorities 
in taking action on the maintenance of infrastructure works are almost the same except their different 
ways of selecting or appointing the contractors are a bit different. Views from the maintenance personnel 
regarding the obstacles arise in carrying the maintenance works has to be address correctly, so that the 
maintenance works for the infrastructure facilities are to be carried out effectivel 

Adedokun (2011) Analyzed Education for maintenance culture in Nigeria: Implications for community 
development. Two null hypotheses were formulated and tested at 0.05 level of significance. The survey 
design used for the study are sample of 120 men and women at various governmental levels which were 
randomly selected from Oyo State Ministry of Agriculture, Department of Works and Services Ibadan 
North Local Government and the Ministry of Commerce and Industry. A 12-item questionnaire called 
Maintenance Culture for Development scale was constructed on a four-point Likert-type scale and used 
for data collection. The data was analyzed using chi-square statistical tool. The result indicated that there 
was a significant relationship between maintenance of facility and development and that education has a 
significant impact on maintenance culture. Based on the result, it was recommended that people should be 
educated and encouraged to adequately and properly maintain facilities in their care so as to facilitate 
rapid process of develop 

Eke, Musa Fashubaa & Owolabi, (2017). examined maintenance culture on public buildings in Nigeria 
with Osun State as a case study. The study further assesses the factors considered during design and 
construction stage and the extent of maintenance works on public buildings. These factors were identified 
and classified using a structured questionnaire that explains the relationship between factors and the 
elements. Findings were validated and supported by case study projects. This research equally pointed to 
ways of managing maintenance activities in the construction industry with a view of understanding the 
occurrence. 

Iyamu Imasuen, and Osakue (2018) investigated the maintenance culture of public primary and secondary 
school in Edo State.. A research designed questionnaire titled, “Analysis of maintenance culture in public 
primary and secondary schools in Edo State” was used to collect relevant data from respondents. The  
Cronbach alpha was use to test for the internal consistency of the items in the questionnaire. It gave an 
acceptable reliability of𝛼=0.75.The data obtained were analyzed using descriptive statistics of mean and 
standard deviation. The result indicated that, poor funding by state government, the effect of the poor 
value system of the community members around the school environment, and poor school management 
were the causes of poor maintenance culture of public primary and secondary school building in Edo 
State. It was therefore concluded that, the government should expedites action on funding and also create 
public awareness on the importance of maintaining school building.  

3 Methodology 

This study was concerned with maintenance culture and firm performance: An analysis of rice mill firms 
in Anambra State, It therefore requires a specified methodology that will be used to obtain relevant data, 
present, analyze and interprets the result of the study. The study therefore descriptive survey design to 
assess the effect of strategic planning on employees performance in an organization. Survey research 
design was chosen because the sampled elements and the variables that are being studied are simply being 
observed as they are without making any attempt to control or manipulate them. Anambra state is the area 
of study. The primary source of data was used in this study because of the variables that were used. 
Questionnaire and semi-structured interview were used to collect data from manager-owners and other 
relevant officers in the selected firms. This describes characteristics of rice mills firms in the five, 
Anambra, which constitute the universe of this study. The population of interest therefore consist of all 
rice mill firms in Anambra state (between 2016 and 2021). Which is Coscharis rice mill with population 
of 1322, Anambra rice mill Amichi with a total population of 672, and Udemezu rice mill Omor with the 
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population of 876, this give the total population of two thousand eight hundred and seventy (2870). Thus 
the population of this study is 2870 respondents, while the sample size were 552 through the Borg & Gall  
(1973) formula. The researcher adopted the use of questionnaire as a method of data collection instrument 
to the identified set of respondents. The study will adopt ANOVA for analysis of the collected data. 

4. Data Presentation and Analysis 

Introduction 

This chapter presents the data obtained from the respondents through the administered copies of 
questionnaire, five hundred and fifty-two (552) were administered. However, five hundred and thirty 
(530) copies of the questionnaire were retrieved. Therefore the analysis and interpretation of data is based 
on the returned questionnaire. 

4.3      Test of Hypotheses 

To further justify the results, ANOVA test was conducted to examine the relationship maintenance 
culture and firm performance. The results were shown in the ANOVA Table below;   

Hypotheses one 

Ho1: Maintenance culture has no significant effect on firm performance in rice mill in Anambra state. 

ANOVA 

 

 Sum of Squares df Mean Square F Sig. 

Between Groups 1863344666.602 2 53238419.046 67.0767 .008 

Within Groups 397198.932 528 397198.932   

Total 1863741865.534 530    

Source: SPSS Version 20, 2021 

The test table reveal that small significance value (F. sig<.05) indicate group differences. Since the F- 
value of 67.0767 which has a significance of .008 is less than .05 (i.e .001<.05), there exist significant 
difference among the variables. Therefore, null hypothesis is rejected and alternative hypothesis is 
accepted, which states that maintenance culture has significant effect on firm performance in rice mill in 
Anambra state. 
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Hypothesis Two 

Ho2: finance has no significant effect on firm performance in rice mill in Anambra state. 

                                                    ANOVA 

  

 Sum of Squares Df Mean Square F Sig. 

Between Groups 18816621102816.1
95 

2 537617745794.748 11.6295 .000 

Within Groups 64810152397.620 528 64810152397.620   

Total 18816621102816.1
95 

530    

Source: SPSS, Version, 20 2021 

 
The small significance value (F.sig<.05) indicates that there is a group difference. Since the F-value of 
11.6295 which has a significance value of .000 is less than .05 (i.e 000<.05). This implies rejection of null 
hypothesis and acceptance of alternative hypothesis which state that finance has significant effect on firm 
performance in rice mill in Anambra state. 

5. Conclusion and Recommendation 

Maintenance functions in Nigeria are under increasing pressure to improve quality maintenance and reduce 
maintenance and operational costs. The top management industries in Nigeria have not recognized this, 
and have not responded to focus on reliability cultured maintenance and continuous improvement. This 
paper, focused on elements of corporate culture to continuous improvement in the following areas: 
corporate culture; national culture, leadership, the learning organization; core competition; benchmarking; 
continuous improvement; and management style. Nigerian barriers in proactive maintenance in industries 
can be identified as lack of corporate culture, which could be identified by the management style, and 
maintenance strategy. An objective of this paper has been to gain an understanding of the subtle areas of 
maintenance and culture. One complication when studying quality maintenance and culture is that, the 
cultural influence not only comes from national culture, but from corporate culture.  

Recommendation 

From the findings the study recommends that 

 Autonomous maintenance teams consisting of operators, engineers and managers should be set up with 
the aims of improving personnel competence and equipment performance.. 

 Firms should continuously adopt preventive and corrective measures of maintenance to reduce cost of 
repairs and intermittent top page of production processes. 

 Firms should embark on continuous training programmes for their maintenance personnel as pillar for 
proper maintenance culture development. 
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INTRODUCTION 
Local government plays a crucial role in the delivery of services to the citizenry. The success of 
any local government is its ability to utilize its human and material resources to achieve the 
desired objectives i.e. rendering needed services to the community. Local government is a 
government in which popular participation both in the choice of decision makers and in its 

Abstract: The study assess the impact of state/local government Joint Account on the performance of 
selected local government councils in Borno state. It concentrates on indicator such as execution capital 
projects, prompt payment of workers’ salary and the role of local government in community 
development. Efficiency aggression theory was adopted as a theoretical guide for the study. By the way 
of methodology, the researcher uses survey method of data collection through the instrument of 
questionnaire administered to the target respondents. The sample size of the study is (800) administered 
as questionnaire to the respondents. 697 were returned as valid which was used for the analysis The 
sampling technique is simple random. descriptive statistics consisted of simple percentage, frequency 
distribution, and tables which were used for presentation of data whereas inferential statistics used to 
test the hypotheses was Spearman Rank order. Spearman Rank order measures the degree of 
relationship between two or more variables. From the analysis, The finding of the study validates this 
theory since local government council are not effective in terms of execution of capital projects, 
community development and prompt payment of salaries. Based on the findings of this study, it is 
recommended that Move sources of revenue should be created and generated internally by local 
government councils so that they become self-sufficient and be able to finance themselves, especially as 
it relates to the payment of salaries and the account should be scrapped so as to ensure sovereignty and 
financial anatomy of local government in Nigeria. The capacity of the local government can be built 
through this recommendation. 
 
Keywords: Joint Account, Local & State Government, Performance 
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recognition as third tier of government. Local governments heavily depended on statutory 
allocations from the federation account to execute most of their essential services to people. 
Section 162(6) clearly states that. “Each state shall maintain a specific account to be called “State 
Joint Local Government Account” into which shall be paid all allocations to the Local 
Government Councils of the State from the Federation Account and from the Government of the 
State”. This section of the constitution prescribed direct allocation to the councils and put it 
under the supervision of every State Government. Therefore, direct allocation to the councils was 
no longer possible as monies allocated to the local authorities are now paid into the State Joint 
Account. It is, however, worthy to note that the issue of a Joint Account was given birth to in 
1979 via the 1976 Local Government reforms.  
 
It is in this regard that Imam (1996:43) asserted that “The first major attempt to comprehensively 
look at the finances of Local Governments in Nigeria took place in 1976, during the nation-wide 
Local Government reforms. The reform measures and the 1979 constitution identify reasonably 
adequate sources of revenue for the Local Governments”. In the light of the above, Oguona 
(2004:26) argued “due to the persisted problem of inadequate revenue to the Local Government 
System, the Federal Government has been reviewing the revenue grant to this third tier of 
government from time to time. Hence, between 1973 and 1975 during the oil revolutions of the 
seventies, Local Governments received grants and loans from the Federal Government. Then 
from 1976, Local Government through a statute were being granted varying amount of loans. 
However, during the second republic, based on the Okigbo’s report, a revenue allocation act of 
10% of the Federation Account was guaranteed to Local Governments. This was later adjusted to 
15% and 20%.The foregoing depicts the genesis of the joint account. It is clear that the 1976 
Local Government reforms were responsible for the introduction of the joint account system in 
Nigeria. Its introduction into the1979 constitution may have occurred to assist in improving the 
sorry financial condition of the local councils and protect the allocation of the councils against 
possible manipulations by the State authorities. The issue of Joint Account was clearly 
mentioned first by the technical committee set up by the Federal Government on revenue 
allocation in 1976. 
 
The articulation of all the financial problems of the Local Government precipitated the idea of 
having a Joint Account System for the Unified Local Government system in Nigeria under the 
supervision of the State Government. The major reason according to Omoruyi (1985) for the 
Joint Account System and its subsequent inclusion into the 1979 constitution was to forestall 
possible manipulation of the Local Government Finances by the various State Governments. It is 
worthy to note that contrary to the protection of Local Government allocation as envisaged by 
the constitution it was still embarrassingly subjected to various kinds of manipulation by the 
State Governments. The illegal deduction, diversions and delay in the release of council’s 
allocation from the Joint Account System attest adequately to this. This deduction made its 
abolition in 1985 possible, but it was later re-introduce into the 1999 constitution. 
 
In view of the above, Dlakwa (2004:119-122) has outlined this problem in the case of Borno 
State. He states that under the Borno SJLGA Distribution and Fiscal Committee Law 2002, a 
committee was set up to administer the Account. It comprised: 
i. The Commissioner of the Ministry of Local Government and Chieftaincy Affairs 
(Chairman) 
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ii. Permanent Secretary, Ministry of Local Government and Chieftaincy Affairs 
iii. Accountant-General of the State 
iv. All Local Government Councils’ Chairmen in the State 
v. A representative of the Borno State Primary Education Board 
vi. A representative of the Board of Internal Revenue, and 
vii. The Director of Local Government and Chieftaincy Affairs (Secretary). 
It should be observed that the key officers of the committee are state government officials and, in 
the view of this Dlakwa (2004:119-122), the committee was structured from the outset to 
disadvantage the Local Government Councils (LGCs). Moreover, the Borno SJLGA Law 2002 
empowers the committee to effect the following deductions before distributing funds from the 
Account to LGCs 

i. 3% of the fund of each council due to the emirate councils. 
ii. 15% of the total personnel emolument of those retired in each council. 
iii. 1% as a training fund. 
iv. 5% of the total allocation of each council as a stabilization account. 
v. 2% of the total allocation of each council as an administrative charge. 
vi. 1.5% of the allocation of each council to the department of local government. 
vii. 0.5% of the allocation to the local government audit department. 

Thus, the Borno state government effectively deducted and diverted funds meant for 
development of local areas, contributing significantly to the abysmal performance of local 
governments in providing good governance for the community. According to Dlakwa 
(2004:121), between March 2002 and March 2003 a total of N13.3bn2 was available for councils 
in Borno State. Out of this amount the state government deducted almost half. Affronted by this 
persistent interference in local government’s financial autonomy, 26 LGC Chairmen (with the 
exception of Maiduguri Metropolitan Council) sued the Borno state government for passage of 
the SJLGA Law 2002, challenging the right of the state government to deduct local government 
funds at source. The High Court held that the state government had power to pass the law under 
section 162(8) of the Constitution, but declared unconstitutional the specific provisions that 
empower the committee to deduct funds at source. This judgment was delivered in June 2002. 
Borno state example is a reflection of the situation affecting other local government councils 
across Nigeria. This therefore leads us to the problems of the joint account system in Borno State 
and Nigeria at large. 
 
Concept of Local Government 
It is important at this junction to examine this concept vis-à-vis the contributions of various 
scholars on this subject matter. As a concept and one of the subordinate units in federal political 
system arrangement, it has attracted definitions of various scholars. Therefore, there is no 
unanimous agreement between these scholars on the definition of local government. However, 
the United Nations Office for Public Administration quoted in Olaand Tonwe (2009:4) defines 
local government as thus: A political subdivision of a nation or (in a federal system) state, which 
is constituted by law and has substantial control of local affairs, including the powers to impose 
taxes or to exact labour for prescribed purposes. The governing body of such an entity is elected 
or otherwise locally selected. Along this dimension, the International Encyclopedia of Social 
Sciences cited Adeyemo (2010:7) defines it as: A political subdivision of a Nation or Regional 
Government which performs functions which in nearly all cases receives its legal power from 
national or regional government but possesses some degree of discretion on the making of 
decisions and which normally has some taxing power. The Guidelines for Local Government 
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Reform of (1976:1) defines local government as: Government at the local level exercise through 
representative council established by law to exercise specific powers within defined area. These 
powers should give the council substantial control over local affairs as well as the staff and 
institutional and financial powers to initiate and direct the provision of services and determine 
activities of state and federal; government in their areas, and they ensure, through devolution of 
functions to these councils and through the active participation of the people and their traditional 
institutions, that local initiative and response to local needs and conditions are maximized. 
 
Gazette (1980) and Agahyere (1995) states that the main functions of a local government council 
are as follows: (a) The consideration and making of recommendation to a state commission on 
economic planning, the economic development of a state particularly in so far the areas of 
authority of the council and of the state are effected and II Proposal made by the said 
commission or body: (b) Collection of rates, radio and television license; (c) Establishment and 
maintenance of cemeteries, burial ground and home of the destitute or infirm; (d) Licensing of 
bicycles, trucks (other than mechanically propelled trucks), canoes, wheelbarrow and carts; (e) 
Establishment, maintenance and regulation of slaughter houses, slaughter slabs, markets, motor 
parks and public conveniences; (f) Construction and maintenance of roads, streets, streets 
lighting, drains and other public highways, parks, gardens, open space, or such public facilities 
as may be prescribed from time to time by the house of assembly of a state; (g) Naming of roads 
and streets and numbering of houses: (h) Provision and maintenance of public convenience, 
sewage and refuge disposal; (i) Registration of all births, health and marriage; (j) Assignment of 
privately owned houses or tournaments for the purpose of playing such games as may be 
prescribed by the house of assembly of a state; and (k) Control and regulation of: I outdoor 
adverting and hoarding; II movement and keeping of pets of all description; III Shops and 
kiosks; IV Restaurants, bakeries and other places for sale of food to the public; V Laundries; and 
VI Licensing, regulation and control of the sale of liquor.  
 
The function of a local government council include participation of such council in the 
government of a state as respect the following matters. (a) The provision and maintenance of 
primary, adults and vocational education; (b) The development of agriculture and natural 
resources, other than the exploration of minerals; (c) The provision and maintenance of health 
service; and (d) Such other function as may be conferred on a local government council by the 
house of assembly of the state. From the provision of the constitution, the main broad set of 
functions is assigned to local accordingly. Judicial function: - these include provision and 
running of customary court. In the final analysis, the extent to which local government carried 
out the aforementioned functions is determined by its financial capability as well as local 
government autonomy. 
 
Sources of Revenue to Local Government Councils 
The 1976 Local Government reform did not provide a sound financial backing for local 
government funding in the constitution. This gave rise to so many reforms later on local 
government financial sources and management. At present, the 1999 constitution provided for 
two sources through which, the local government can derive its revenues. These are: 

1. Internal Source:  
The internal source of revenue comprises several miscellaneous items put together to provide the 
needed fund to finance the enormous functions allotted to the Local Government. This includes 
rates, taxes, fine, and fees. Ideally, the internally generated revenue is supposed to be the most 
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viable tool for the Local `Government to effectively discharge its constitutional roles and 
functions for rural development and transformation, but over reliance on oil revenue and grants 
from federation account by all levels of government in Nigeria for survival militated against their 
expected performance. 

2. External Source:  
The external source comprises federal and state allocations to the local government. The current 
revenue sharing formula in Nigeria operated by the Fiscal and Revenue Mobilization 
Commission requires 20% allocations from Federation Account and 10% from internally 
generated revenue of the state should be paid into The State Joint Local Government Account for 
distribution to various local governments within a state.  
Different revenue allocation formulae have prevailed in the country at different times. According 
to Ugwoke (2005) the allocation formula from federation account of the country at as 1st January 
1992 was as follows: 
i. Federal Government 50% 
ii. State Government 25% 
iii.  Local Government 20% 
iv.  Basis of derivation 5% 
Total 100% 
From 1st June 1992, the formula was changed as follows: 
i. Federal Government 48.5% 
ii. State Government 24% 
iii. Local Government 20% 
iv. Fund for ecological amelioration 2% 
v. Basis of derivation 1% 
vi. Value of minerals extracted 1% 
vii. Minerals producing areas 3% 
viii. Stabilization account 0.5% 
Total 100% 
 
However, the current revenue sharing formula which became effective from October, 2013 is 
shown below: 
i. Federal Government 52.68% 
ii. States/FCT 26.72% 
iii. Local Governments 20.60% 
Total 100% 
Sources: “Federal Ministry of Finance 
Local Government Finances and Revenue Utilization  
According to Vincent 2001, Public revenue mobilization is one of the most keenly contested 
issues in Nigeria. A comprehensive review of the reports of the various commissions and 
government policies from the 1946 Philipsons commission to the activities of the National 
Revenue Mobilization, allocation and fiscal commission established in 1989 could bound in 
Keyode (1993), Emenuga (1993) and Ekpo (1994). According to Abiba 1996, local government 
in Nigeria receive statutory allocations from the two higher tiers of governments (federal and 
states) and at the present, revenue sharing formula, local governments receive 20 percent from 
the federation account. 
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They are also statutorily to 10 percent of states’ internally generated revenue. As regards to value 
Added Tax, local governments receive 30 percent in 1998. This was shared to local 
governments, on the following basis: equality (50 percent): population (30 percent) and 
derivation (20 percent). In 1999, local governments received 35 percent of the WAT proceeds. 
The federal government controls all the major sources of revenue like import and excise duties, 
mining rents and royalties, petroleum sale tax, petroleum profit tax and companies’ income tax 
among other revenues sources. Local government taxes are minimal hence this limits their ability 
to raise independent revenue and so they depend solely on allocation from the federation 
account. Much of the revenue collected by the federal government and distributed among the 
different tiers of government using the vertical revenue allocation formula is from the federation 
account. But the federal government seems to exercise too much control over its distribution. So 
many deductions are made from the total revenue collected before the rest is distributed 
according to the sharing formula. Central Bank of Nigeria, Annual Report and Statement of 
Accounts, 1993-1996 state allocation to local government stood at N253.1 million while it had 
increased to N633.9 million in 1995. In effect between 1993, and 1996, states’ statutory 
allocation showed a compound growth rate of 22.8 percent while federal allocation was 4.2 
percent. The internally generated revenue sources of local governments consist of taxes, rates, 
fines, fees, and licenses. The study shows that taxes continue to form the bulk of internal 
revenue, followed by fines and fees. There is also a list of users’ charges, royalties and proceeds 
from stocks and shares, which are categorized as “others”. Internally generated revenue 
increased from N1035.6 million in 1993 to N2694.2 million in 1996, representing a growth rate 
of 27 percent. “For all the local governments, taxes rates, fines and licenses increased during the 
period under review. 
 
In Ijebu-North Local Government, taxes jumped from N31,000 (N55,259.19 in real terms) in 
1980 to N121,000 (N67,760.00 in real terms) in 1984 and by 1991taxes stood at N13,000 
(N74,745.19 in real terms). The taxes grew by 12.8 percent between 1980 and 1991. During the 
same period, taxes and rates grew by 31.2 percent and 18.9 percent respectively. However, in 
metropolitan Calabar, taxes and rates grew by 5.1 percent and 9.8 percent respectively, during 
the same period. On the other hand, licenses declined by 4.4 percent (Ekpo and Ndebbio 
1998:16). Value Added tax also constitutes an additional source of revenue to local governments. 
There is a limit to the imposition of taxes on the people in order to provide infrastructures. One 
should try to strike a balance between aggressive internal revenue sources through increased 
taxation and the need to avoid governance problems. 
 
The viability of local governments has implications on the management of the wider economy. 
Budget deficits at the local level may create or aggravate public revenue mobilization problems. 
In Nigeria, major tax bases remain under the central government. Some taxes are shared by state 
and local governments, for example, property taxes and rates. On the other hand, licenses and fee 
on television and wireless radio are shared between the federal and local governments. But the 
federal government may manipulate tax rates to solve macro-economic problems without 
bothering about the lower levels since the batter have no major tax bases assigned to them: it is 
evident from the available data that for the period 1993-1997, local governments had fiscal 
surplus. This situation may be different when specific local governments are examined. Hence, it 
is difficult to conclude whether decentralization may result in stability or instability. There are 
several other off-budget accounts that have been operated by the federal government. Some of 
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these are the oil surplus account opened at the beginning of the Gulf War in 1990. Another one is 
the special debt account intended for repaying part of the country’s external debt. This 
discretionary powers exercised by the federal government has caused public resources to be 
over-concentrated at the center. This concentration can be seen from the distribution of total 
public sector expenditure among the three tiers of government from 1993 to 1997. (Central Bank 
of Nigeria, Annual report and Statement of Accounts, 1997). 
 
Also governments are not allowed to borrow externally, to develop any viable project; though 
they may borrow domestically. Since local governments are very crucial for national 
development, then revenue and expenditure decentralization must accompany each other. 
Therefore, Nigeria’s public revenue mobilization and utilization should be restructured such the 
assigning of tax powers, tax bases and borrowing would be left to the appropriate tier of 
government. A situation where the federal government is so far from the people and yet collects 
virtually all revenue is unhealthy. Certain lucrative taxes should be left to local authorities. The 
weak administrative machinery should be strengthened to enable them collect major taxes for 
further development. The federal government should complement the revenue raised locally with 
special grants to enable local government with good projects execute it to the benefit of its 
people. In this case, the federal government can do the necessary follow-up of the project by 
providing logistic support in terms of monitoring and evaluation modalities. In a study carried 
out by the United Nations Development Programme (UNDP) and the states/local government 
department of the presidency, out of an aggregate of 23,602 towns claimed by the respondent 
local governments, only 5,291 are linked to the national grid for electricity supply while about 33 
percent do not have electricity at all even in their headquarters (UNDP 1989). Yet, between 
1995, and the local governments executed only 122 rural electrification projects nationwide. 
Sixty percent of the local government had no access to telecommunication facilities yet no local 
government executed a project in this regard during the three years mentioned. No doubt, the 
local governments are still confined to their traditional areas with just a little improvement. 
 
METHODOLOGY 
The Study Area   
The study will be carried out in Borno State, Nigeria. Borno State shares borders with Adamawa 
State to the south, Yobe State to the west and Gombe State to the southwest. It also shares 
international borders with Cameroon Republic to the east, Chad Republic to the northeast and 
Niger Republic to the north. The State has a land mass of about 69,434 kilometers. 
Administratively, it has 27 Local Government Areas (LGAs). The State is divided into three 
agro-ecological zones; Sahel to the north, Sudan Savannah in the central and southern parts of 
the State and Guinea Savannah in the southern part. The average rainfall per annum is 300 mm in 
the north and about 1000mm in the south. The rainy season in the State usually starts in April 
and ends in October. The state is also blessed with lakes and rivers such as Lake Chad, Lake 
Alau, Lake Tilla, River Ngada, River Yazaram, and River Yare where irrigation farming is 
carried out especially during dry season. The major occupation of the inhabitants is farming. 
Food crops commonly cultivated include millet, sorghum, maize, groundnut, cowpea, rice and 
wheat. Fruits and vegetables grown include mango, orange, guava, tomatoes, onion, pepper, 
carrot, amaranths and garden-egg, Its major cash crops include: groundnut, cotton, cowpea, 
sorghum, wheat, sweat potatoes, maize and sugar cane (Third national fadama Project, 2011) 
The livelihood strategies for most men and women in the state are based on Agriculture, (IITA, 
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2006). Farming is characterised by a variety of crops and livestock based production system. 
Crops are mainly grown for subsistence; In the southern part of the state, maize, sorghum, 
cowpea rice and soybeans are major cash crops while in the central and northern part of the state 
are sorghum, millet, beans, groundnut and watermelon. Livestock – small and large ruminants as 
well as poultry are integral part of the farming system which provides income as well as safety 
net. The State is known for its vegetables production, which is produced throughout the year, 
both under irrigation and in the raining season. Most of the vegetables can be grown as sole or 
mixed cropping. The vegetable production is carried out during dry and cool seasons under 
irrigation. 
 
Sample size and sampling techniques 
The sample size of 800 out of four thousand, two hundred and four (4204) respondents was 
selected to represent the entire population. A Multistage sampling technique was adopted using 
both purposive and random sampling techniques. The purposive sampling method was used to 
select the six (6) local government and community leaders (Biu, Gubio, Kwaya Kusar, Mafa, 
Maiduguri Metropolitan Council and Monguno, the community leaders are (village heads, youth 
leaders women leaders, Religious leaders, head of Primary schools and Clinics) for the study. 
The sample size were obtained from the  local government and community leaders using simple 
random sampling technique. For the purpose of determining sample size of the study, the steely 
Yamane formula was used to determine the sample size (Yamane, 1967). 
 
Results and Discussion  
Section A 
Impact of SLGJA on Capital Projects 
The researcher enquired to know from the respondents whom are community leaders whether 
State-Local Government Joint Account has impact on the execution of capital projects such as 
adequacy of classrooms and teachers, textbooks and instructional materials, market stall, health 
care facilities, drug, health personnel, access to portable water, hand pumps, and motorized 
boreholes in the selected local government areas. 
Table 4.1: Impact of SLGJA on Capital Projects (Community Leaders) 
Variable  Strongly 

agreed  
Agreed  Undecide

d  
Disagreed  Strongly 

disagreed  
Total  

Freq
. 

% Freq
. 

% Fre
q 

% Freq
. 

% Freq
. 

% Freq. % 

Adequacy of 
classrooms and 
teachers  

115 33 126 36 25 7 50 14 37 1
0 

353 100 

Adequacy of 
textbooks and 
instructional 
materials  

39 11 27 8 28 8 139 39 120 3
4 

353 100 

Availability of 
Market Stall 

21 6 21 6 34 10 175 50 102 2
9 

353 100 

Availability and 
accessibility of 
healthcare facilities 

160 45 112 32 24 7 39 11 28 8 353 100 
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Availability of 
drugs  

135 38 92 26 26 7 60 17 40 1
1 

353 100 

Health Personnel  180 51 91 26 23 7 31 9 28 8 353 100 
Access to potable 
water  

61 17 65 18 27 8 109 31 91 2
6 

353 100 

Provision of Hand 
Pumps, dug well 
and motorized 
boreholes  

57 16 52 15 27 8 122 35 95 2
7 

353 100 

Source: Field Survey, 2021. 
Table 4.1 shows that 115(33%) and 126(36%) strongly agreed and agreed respectively that there 
is adequacy of classrooms and teachers in the local government areas. It also shows that 50(14%) 
and 37(10%) disagreed and strongly disagreed respectively. Based on majority rule, it can be 
concluded that there is adequate provision of classrooms and teachers in the selected local 
government areas. The table also indicates that textbooks and instructional materials are not 
adequately supplied based on the response of 139(39%) disagreed and 120(34%) strongly 
disagreed. Analysis of the table revealed that SJGJA has not enhanced the provision of textbooks 
and instructional materials to schools in the selected local government areas. 
 
Furthermore, table 4.1 showed that markets stalls as part of the responsibilities of the local 
government are not provided by the local governments. This is so because 175 (50%) and 102 
(29%) disagreed and strongly disagreed respectively that markets stalls are provided by the local 
governments. In terms of availability and accessibility of healthcare facilities, 160(45%) and 
112(32%) of the respondents strongly agreed and agreed respectively that it is available. It can be 
revealed hence, that SLGJA is effective in this regard. On the aspect of availability of drugs, the 
table also showed with 180(51%) and 91(26%) of the respondents strongly agreed and agreed 
that it drug is available. Therefore, SLGJA has facilitated the provision of drugs in the local 
government areas. Health personnel have been provided in the local government areas. This is 
indicated by 180(51%) and 91(26%) strongly agreed and agreed response rate that health 
personnel and provided. 
 
The table also shows that there is no access to potable drinking water in the local government 
areas. 109(31%) and 91(26%) of the respondents disagreed and strongly disagreed that potable 
water is provided. This goes to show that SLGJA is not effective in the provision of potable in 
the selected local government areas. Hand pumps and motorized boreholes are not provided and 
wells are not dug by the government. This is indicated by 122(35%) and 95(27%) response rate 
of disagreed and strongly disagreed respectively that such water facilities are not provided. 
Analysis of the table shows that in terms of adequacy of teachers and classrooms and health care 
SLGJA is effective in the execution of such projects. In the aspect of provision of markets stalls, 
textbooks and instructional facilities, access to potable water SLGJA has been a massive failure. 
Impact of SLGJA on Capital Projects in Borno State. 
 
The study enquired to know from the local government staff in the selected local government 
whether SLGJA has impact on the execution of capital projects such as adequacy of classrooms 
and teachers, textbooks and instructional materials, market stall, health care facilities, drug, 
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health personnel, access to portable water, hand pumps, and motorized boreholes in the selected 
local government areas. 
 
Table 4.2: Impact of SLGJA on Capital Projects in Borno State (Local Government Staff) 
Variable  Strongly 

agreed  
Agreed  Undecide

d  
Disagreed  Strongly 

disagreed  
Total  

Fre
q 

% Fre
q 

% Fre
q 

% Freq
. 

% Fre
q 

% Freq
. 

% 

Adequacy of 
classrooms and 
teachers  

32 9 46 13 22 6 131 38 113 33 344 100 

Adequacy of 
textbooks and 
instructional 
materials  

27 8 25 7 15 4 123 36 154 45 344 100 

Availability of 
Market Stall 

18 5 20 6 35 10 152 44 119 35 344 100 

Availability and 
accessibility of 
healthcare  

104 30 185 54 12 3 22 6 21 6 344 100 

Availability of 
drugs  

47 14 94 27 21 6 67 19 115 33 344 100 

Health Personnel  223 65 70 20 8 2 22 6 21 6 344 100 
Access to 
portable water  

23 7 30 9 22 6 80 23 189 55 344 100 

Provision of Hand 
Pumps, dug well 
and motorized 
boreholes  

24 7 15 4 19 6 73 21 213 62 344 100 

Source: Field Survey, 2021. 
On the issue of adequacy of classrooms and teachers in the local government, based on majority 
rule in table 4.2 of 131(38%) and 113(33%) disagreed and strongly disagreed respectively that 
classrooms and teachers are not adequately provided in the local government areas. It also shows 
that 123(36%) and 154(45%) disagreed and strongly disagreed respectively that textbooks and 
instructional materials are adequately supplied. Based on majority rule, it can be concluded that 
there is no adequate provision of textbooks and instructional materials in the selected local 
government areas. Analysis of the table revealed that SJGJA has not enhanced the provision of 
classrooms and teachers as well as textbooks and instructional materials to schools in the 
selected local government areas.  
 
Furthermore, table 4.2 showed that markets stalls as part of the responsibilities of the local 
government are not provided by the local governments. This is so because 152 (44%) and 119 
(35%) disagreed and strongly disagreed respectively that markets stalls are provided by the local 
governments. In terms of availability and accessibility of healthcare facilities, 104(30%) and 
185(54%) of the respondents strongly agreed and agreed respectively that it is available. It can be 
revealed hence, that SLGJA is effective in the availability and accessibility of healthcare 
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facilities. On the aspect of availability of drugs, the table indicated that 67(19%) and 115(33%) 
of the respondents strongly agreed and agreed that it drug is available, while 94(27%) posits that 
drug is available. Therefore, SLGJA has not facilitated the provision of drugs in the local 
government areas. Health personnel have been provided in the local government areas. This is 
indicated by 223(65%) and 70(20%) strongly agreed and agreed response rate that health 
personnel and provided. Analysis of the table shows that the impact of SLGJA has been positive 
in terms of availability and accessibility of healthcare facilities as well as provision of health 
personnel in the selected local government; however, in terms of provision of drugs the impact 
has been negative.  
 
The table also shows that there is no access to potable drinking water in the local government 
areas. The result shows that 80 (23%) and 189 (55%) of the respondents disagreed and strongly 
disagreed that potable water is provided. This goes to show that SLGJA is not effective in the 
provision of potable in the selected local government areas. Hand pumps and motorized 
boreholes are not provided and wells are not dug by the government. This is indicated by 73 
(21%) and 213 (62%) response rate of disagreed and strongly disagreed respectively that such 
water facilities are not provided. 
 
Analysis of the table shows that in terms of adequacy of teachers and classrooms and health care 
SLGJA is effective in the execution of such projects. In the aspect of provision of markets stalls, 
textbooks and instructional facilities, access to potable water, the impact of SLGJA has been 
negative. 
 
Provision of Infrastructure 
The researcher collected and presented information on the efforts of local government to provide 
infrastructure within the study period. This is to corroborate the findings on the questionnaire 
administered to both local government staff and community leaders. 
Table 4.3: Social Amenities provided by the local governments under service delivery  
LGA Biu Gubio Kwaya Mafa MMC Monguno 
Clinics/Health 
Service  

     -    -    -     -    -    - 

Borehole/Well/      -    -    -    -   -    - 
Roads/Culverts     -    -    -    -   -    - 
Electricity     -    -    -    -     - 
Block of Class 
Rooms 

    -    -     -    -    -    -  

Market Stalls     -     - 1     -    -    - 
Agriculral 
implement 

    -     -   -     -    -    - 

Source: Field Survey, 2017 
 
Table 4.3 indicated that a market stall was constructed in Kwaya kusar in the year 2011. All the 
above local governments were unable to embarked on  project because there was no enough fund 
for them. When the researcher visited the local governments, he found out that most of the 
capital project available in the local governments especially classrooms, clinics and culverts and 
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some bridges were either constructed or renovated by the Borno State, non governmental 
organizations  and politicians for campaign to be re-elected. 
 
Allocations to Local Governments and Capital Projects and Payment of Salary 
The data generated from Borno State Ministry for Local Government covered six local 
government areas allocated for six consecutive years. The data was used in answering the 
research question one which sought to find out if allocations of local governments in Borno State 
funds allocations from the State Local Government Joint Account in the provision of capital 
project.  The data displayed from 4.7-12 indicated releases to the six local governments in the 
last six years between 2015 and 2020 and the 14 percent deductions. 
Table 4.4: Funds released to Biu Local Government from State Local Government Joint Account 
from 2015 to 2020 
Year Gross Allocation Deduction (14%) Net Allocation 
2015 1,982,169,483.27 277,503,727.66 1,704,665,755.61 
2016 2,110,322,179.40 295,445,105.12 1,814,877,074.28 
2017 2,269,744,191.10 317,764,186.75 1,951,980,004.35 
2018 2,042,422,252.10 285,939,115.29 1,756,483,136.81 
2019 1,355,250,045.29 189,735,006.34 1,165,515,038.95 
2020 1,299,944,929.73 181,992,290.16 1,117,952,639.57 
Total 11,059,853,080.89 1,548,379,431.32 9,511,473,649.57 

 Source: Borno State Ministry of Finance, 2021 
 
The table 4.4 shows that allocation from from the federation account was at its peak in 2017 
while its at the ebb in 2020. This implies that the allocation has been consistently dropping since 
2017. The local government will not be able to execute capital project by the nature of these 
allocation.  
Table 4.5: Funds released to Gubio Local Government from State Local Government Joint 
Account from 2015 to 2020 
Year Gross Allocation Deduction (14%) Net Allocation 
2015 1,867,080,880.82 261,391,323.31 1,605,689,557.51 
2016 1,971,585,561.12 276,021,978.56 1,695,563,582.56 
2017 2,125,197,658.65 297,527,672.21 1,827,669,986.44 
2018 1,944,208,179.09 272,189,145.07 1,672,019,034.02 
2019 1,282,795,653.97 179,591,391.56 1,103,204,262.41 
2020 1,286,570,530.69 180,119,874.30 1,106,450,656.39 
Total 10,477,438,464.34 1,466,841,385.01 9,010,597,079.33 

Source: Borno State Ministry of Finance, 2021 
 
Table 4.5 shows the yearly allocation of funds from the state government to Gubio local 
Government. The table shows that the lowest allocation was in 2019 while the highest was in 
2020. Analysis of the table shows that there is consistent reduction in the allocations to the local 
government. Inference from the table depicts low capacity of the local government to execute 
capital projects. 
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Table 4.6: Funds released to Kwaya Kusar Local Government from State Local Government 
Joint Account from 2015 to 2020 
Year Gross Allocation Deduction (14%) Net Allocation 
2015 1,331,030,826.99 186,344,315.78 1,144,686,511.21 
2016 1,430,394,569.76 200,255,239.77 1,230,139,329.99 
2017 1,527,470,910.74 213,845,927.50 1,313,624,983.24 
2018 1,363,100,839.20 190,834,117.49 1,172,266,721.71 
2019 902,725,502.66 126,381,570.37 776,343,932.29 
2020 856,079,490.47 119,851,128.67 736,228,361.80 
Total 7,410,802,139.82 1,037,512,299.57 6,373,289,840.25 

Source: Borno State Ministry of Finance, 2021 
The table 4.6 shows the yearly allocation of funds from the state government to Kwaya Kusar 
Local government. The table shows that the allocation is moderately good from 2015 and droped 
very low in 2019 and 2020. The consequences of these dropings on the local government is the 
dwindling capacity of the local government to execute capital projects.   
Table 4.7: Funds released to Mafa Local Government from State Local Government Joint 
Account from 2015 to 2020 
Year Gross Allocation Deduction (14%) Net Allocation 
2015 1,807,132,953.83 252,998,613.54 1,554,134,340.29 
2016 1,898,542,900.39 265,796,006.05 1,632,746,894.34 
2017 2,024,611,212.04 283,445,569.69 1,741,165,642.35 
2018 1,790,519,287.25 250,672,700.22 1,539,846,587.04 
2019 1,018,615,135.58 142,606,118.98 876,009,016.60 
2020 1,203,842,333.99 168,537,926.76 1,035,304,407.23 
Total 9,743,263,823.08 1,364,056,935.23 8,379,206,887.85 

Source: Borno State Ministry of Finance, 2021 
Table 4.7 shows the allocations of Marte Local government from the SLGJA. The table reveals 
tha in 2017 the state has a rubust allocation which has subsequently been falling to 2019 but had 
a slide increase in 2020. Inference from the table depicts that the capacity of the local 
government to execute capital projects is lacking when this seen from the glass of the nature of 
the allocations.  
Table 4.8: Funds released to MMC Local Government from State Local Government Joint 
Account from 2015 to 2020 
Year Gross Allocation Deduction (14%) Net Allocation 
2015 2,996,915,232.39 419,568,132.53 2,577,347,099.86 
2016 3,209,246,862.20 449,294,560.71 2,759,952,301.49 
2017 3,441,224,259.92 481,771,396.39 2,959,452,863.53 
2018 3,154,648,060.53 441,650,728.47 2,712,997,332.06 
2019 2,026,354,617.77 283,689,646.49 1,742,664,971.28 
2020 2,090,223,095.27 292,631,233.34 1,797,591,861.93 
Total 16,918,612,128.08 2,368,605,697.93 14,550,006,430.15 

Source: Borno State Ministry of Finance, 2021 
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Table 4.8 shows the fund released to MMC local government from the State Local Government 
Joint account from 2015 to 2020. The table 4.8 shows that allocation from 2015 to 2017 has been 
consistently improving but started reducing to 2019. The allocations for the local government is 
not sufficient to meet the project needs of the local government council.  
Table 4.9: Funds released to Monguno Local Government from State Local Government Joint 
Account from 2015 to 2020 
Year Gross Allocation Deduction (14%) Net Allocation 
2015 1,721,992,563.31 241,078,958.86 1,480,913,604.45 
2016 1,803,597,188.70 252,503,606.42 1,551,093,582.28 
2017 1,934,275,700.98 270,798,598.14 1,663,477,102.84 
2018 1,759,759,959.99 246,366,394.40 1,513,393,565.59 
2019 1,105,455,152.30 154,763,721.32 950,691,430.98 
2020 1,175,276,321.89 164,538,685.06 1,010,737,636.83 
Total 9,500,356,887.17 1,330,049,964.20 8,170,306,922.97 
Source: Borno State Ministry of Finance, 2021 
 
Table 4.9 shows allocation from the SLGJA to Monguno local government. The table shows that 
allocation from 2015 to 2020 are moderately with just little differences. The table revealed a 
weak capacity of the local government to execute capital projects.  
 
The fund released from the federation account to Borno State Local Governments has affected 
local government service delivery in many significant way. This is because the total allocation 
released to the local governments would have been enough for the local governments to provide 
capital project.  
 
From 2015-2020, Borno State Local Government receives N65,110,326,528.38 (8.5B) from the 
federation account as shown from Table 4.7-12 above but were unable to embark on the 
programmes and projects that will touch the lives of the people who are living in the rural areas.  
 
As could be seen from tables above, Borno State local Governments receives the sum of 
N8.5Billion from the federation account and N8.7Billion were deducted from these local 
governments. These shows that their expenditure from 2015-2020 is higher than their income 
with 1.9% and this occurs as a result of poor financial management in handling the state local 
government joint account. By implication the account is operated to the disadvantage of the local 
governments. 
 
Local governments in Borno States were made to shoulder responsibilities that are not 
constitutionally theirs. If you look at the Table 4.7-14 above very well almost all the local 
governments in Borno State are running on deficit and with the deficit balance there is no way 
for the local governments to be able to carry out local government service delivery. This issue of 
inadequate local government fund is compounded by the inability of the local governments to 
utilize their internally generated revenue yielding sources effectively even though most of the 
revenue yielding sources has been taken over by the state government and left the local 
governments with the meager sources. 
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The presence of the local governments in their various jurisdictions is not felt by way of the 
provision beneficial developmental programmes like the provision of health care facilities to 
cater for rural dwellers, provision of local agricultural implements and local street lights as well 
as maintenance of abbatoir.   
 
The situation of the joint account in Borno State concurred with the study conducted by Dlakwa 
(2004), between March 2002 and March 2003 a total of N13.3 billion was available for the local 
governments in Borno State. Out of this amount the state government deducted 48% of the total 
amount. Aggrieved by this incessant interference in local government’s finances, 26 local 
government Chairmen (with the exception of Maiduguri Metropolitan) sued the Borno State 
government for passage of the State Local Government Joint Account Law 2002, challenging the 
right of the government to deduct local government funds at source. The High Court ruled that 
the state government has power to pass the law under section 162(8) of the 1999 constitution, but 
declared unconstitutional the specific provisions that empower the committee to deduct funds at 
source.  
 
As evident from Borno State, state governments interfere with the financial autonomy of local 
governments through the instrument of the State/ Local Government Joint Account. This has 
greatly hampered the developmental efforts and service delivery of local governments. What 
types of capital project have been provided by the local governments as part of service delivery 
in Borno State? Capital project to be provided by the Local Government as part service delivery 
between 2015 and 2020 in the state. Table 14.13 shows the various projects  to be delivered by 
the each of the six local governments in their service  delivery efforts. 
 
Section B 
Impact of SLGJA on Payment of Workers Salary 
The study enquired to know from the respondent whether SLGJA has impacted positively on the 
payment of workers’ salaries in the selected local government in terms of regularity and 
deduction of salaries, provision of micro credit, training and rehabilitation of staff houses.  
Table 4.10: Impact of SLGJA on Payment of Workers Salary  
Variable  Strongl

y 
agreed  

Agre
ed  

Unde
cided  

Disagre
ed  

Strongl
y 
disagre
ed  

Tot
al  

Freq. % Freq
. 

% Freq. % Fre
q 

% Fre
q. 

% Fre
q. 

% 

Regularity of 
Salary 
Payment 

9 3 21 6 12 3 50 15 25
2 

7
3 

34
4 

10
0 

Regular 
Deduction of 
Salaries  

10 3 11 3 15 4 179 52 12
9 

3
8 

34
4 

10
0 

Provision of 
Micro credit to 
Workers 

20 6 12 3 9 3 70 20 23
3 

6
8 

34
4 

10
0 

Workers 18 5 20 6 4 1 100 29 20 5 34 10
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Undergo 
Regular 
Training  

2 9 4 0 

Rehabilitation 
of Houses for 
Staff 

23 7 30 9 22 6 80 23 18
9 

5
5 

34
4 

10
0 

Source: Field Survey, 2021 
 
the issue of regular payment of salary in the selected local government, table 4.10 shows that 
50(15%) and 252(73%) of the respondents disagreed and strongly disagreed that salary are paid. 
Based on this majority rule, it can be concluded that salaries are not regularly paid. The table 
also shows that salaries of the workers are regularly deducted as a result of SLGJA. The table 
shows that 70(20%) and 233(68%) of the respondents disagreed and strongly disagreed 
respectively.  
 
The table also shows that 70(20%) and 233 (68%) of the respondents disagreed and strongly 
disagreed respectively that micro credits are provided. the revelation of the table is that micro 
credits are not provided to the workers as part of the operations of SLGJA. On the issue of 
training of workers, the table revealed that 100(29%) and 202 (59%) of the respondents 
disagreed and strongly disagreed respectively that workers undergo regular training. Analysis of 
the table revealed that workers do not undergo regular training in the selected local government. 
Furthermore, the table indicated that 80(23%) and 189 (55%) of the respondents disagreed and 
strongly disagreed that Houses for Staff are rehabilitated. It can be deduced from this analysis 
that houses for the staff are not rehabilitated by the local government as a result of SLGJA. 
 
Nature of SLGJA in Borno State 
The researcher enquired to know from the respondents on the nature and effectiveness of SLGJA 
in the selected local government areas.  
Table 4.11: Nature of SLGJA in Borno State  
Variable  Strongly 

agreed  
Agreed  Undecid

e 
Disagree
d  

Strongly 
disagreed  

Total  

Freq
. 

% Fr
eq 

% Fre
q 

% Fre
q 

% Fre
q 

% Fre
q. 

% 

Adequacy of 
Disbursement of 
Funds 15 4 23 7 32 

1
0 130 39 144 43 

344 100 

SLGJA has 
enhanced the 
capacity of local 
government in 
capital project 
execution  15 4 14 4 17 5 228 68 71 21 

344 100 

SLGJA has 
enhanced the 
capacity of local 
government in 44 13 57 

1
7 19 6 113 34 111 33 

344 100 
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payment of Salaries 
SLGJA should be 
Scrapped  226 67 97 

2
9 8 2 6 2 7 2 

344 100 

SLGJA Cause 
Crisis in Local 
Government  125 37 

16
3 

4
9 12 3 27 8 18 5 

344 100 

Source: Field Survey, 2021 
 
Table 4.11 shows that 130 (38%) and 144 (43%) of the respondents disagreed and strongly 
disagreed respectively that the fund for SLGJA is not adequately disbursed. SLGJA has not 
enhanced the capacity of local government in capital project execution as 228 (68%) and 
71(21%) of the respondents disagreed and strongly disagreed respectively. It has equally not 
enhanced the capacity of local government in payment of salaries as indicated by 113 (34%) and 
111(33%) of the respondents disagreed and strongly disagreed respectively. 
 
Furthermore, the table shows that 226(67%) and 97 (29%) strongly agreed and agreed that the 
SLGJA should be scrapped. The SLGJA has cause more crisis in the local governments of Borno 
state as indicated by 125(37%) and 163(49%) of the respondents strongly agreed and agreed 
respectively thatSLGJA Cause Crisis in Local Government. 
 
Analysis of the table revealed that the nature, contents and operations of the SLGJA has done 
harm to the local government than good and should be scrapped as it has not enhanced the 
capacities of the local government in the execution of capital projects and payment of salaries to 
its workers.  
 
Section C 
Impact of SLGJA on Community Development 
The study sought to know from the community members whether the local government council 
have been able to assist in community development in there local government areas in terms of 
provision of seedlings, fertilizer, credit facilities, markets, feeder roads and housing scheme. 
Table 4.12: Impact of SLGJA on Community Development (Community Leaders) 
Variable  Strongly 

agreed  
Agreed  Undecided  Disagreed  Strongly 

disagreed  
Total  

Fre
q 

% Fre
q 

% Freq % Freq
. 

% Freq
. 

% Freq
. 

% 

Provision of 
Seedlings  

12 3 13 4 9 3 126 36 193 55 353 100 

Appropriate 
supply of 
Fertilizer 

19 5 17 5 20 6 113 32 184 52 353 100 

Provision of 
micro credit 
loans to farmers  

22 6 23 7 20 6 151 43 137 39 353 100 

Availability of 
Markets for 
produce 

122 35 121 34 41 12 36 10 33 9 353 100 
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Construction 
and 
Maintenance of 
Feeder Roads  

52 15 72 20 34 10 108 31 87 25 353 100 

Rural Housing 
Scheme 

7 2 7 2 6 2 92 26 241 68 353 100 

Source: Field Survey, 2021 
Table 4.12 shows that 126(36%) and 193(55%) of the respondents disagreed and strongly 
disagreed that local government councils provide seedlings for farming. It also show that 
113(32%) and 184(52%) disagreed and strongly disagreed respectively that fertilizers are 
appropriately supplied to the farmers. Analysis of the table showed that seedlings and fertilizers 
are not provided to the community members in the selected local government areas. The table 
also shows that credit facilities are not made available to the community members by the local 
government council. 151(43%) and 137(39%) of the respondents indicated disagreed and 
strongly disagreed that credit facilities are given to the farmers. On the issue of availability of 
markets for farming produce, the table shows that 122(35%) and 121(34%) strongly agreed and 
agreed that markets are available for their produced.  
 
Furthermore, the table based on majority rule revealed feeder roads are not constructed and 
maintained. This is indicated by 108(31%) and 8(25%) disagreed and strongly disagreed 
respectively that feeder roads and constructed and maintained by the local government council. 
Rural Housing scheme are not a consideration by the local government council. This is indicated 
by 92 (26%) and 241 (68%) response of disagreed and strongly disagreed that rural housing 
scheme is provided by the local government. 
 
Impact of SLGJA on Community Development 
The study sought to know from the local government staff whether the local government council 
has been able to assist in community development in their local government areas in terms of 
provision of seedlings, fertilizer, credit facilities, markets, feeder roads and housing scheme. 
Table 4.13: Impact of SLGJA on Community Development (Local Government Staff)  
Variable  Strongly 

agreed  
Agreed  Undecided  Disagreed  Strongly 

disagreed  
Total  

Freq
. 

% Freq. % Freq. % Freq. % Freq. % Freq. % 

Provision of 
Seedlings  

17 5 23 7 14 4 82 24 208 60 344 100 

Appropriate 
supply of 
Fertilizer 

9 3 8 2 7 2 228 66 92 27 344 100 

Provision of 
micro credit 
loans to farmers  

7 2 4 1 0 0 154 45 179 52 344 100 

Availability of 
Markets for 
produce 

85 25 217 63 5 1 15 4 22 6 344 100 

Construction 51 15 55 16 9 3 67 19 162 47 344 100 
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and 
Maintenance of 
Feeder Roads  
Rural Housing 
Scheme 

6 2 6 2 6 2 72 21 254 74 344 100 

Source: Field Survey, 2021 
Table 4.13 shows that 82(24%) and 208(60%) of the respondents disagreed and strongly 
disagreed that local government councils provide seedlings for farming. It also show that 
228(66%) and 92(27%) disagreed and strongly disagreed respectively that fertilizers are 
appropriately supplied to the farmers. Analysis of the table showed that seedlings and fertilizers 
are not provided by the local government council in the selected local government areas. The 
table also shows that credit facilities are not made available to the community members by the 
local government council. This is shown by the majority rule of 154 (45%) and 179(52%) of the 
respondents indicated disagreed and strongly disagreed that credit facilities are given to the 
farmers. On the issue of availability of markets for farming produce, the table shows that 
85(25%) and 217(63%) strongly agreed and agreed that markets are available for their produced.  
Furthermore, the table based on majority rule revealed feeder roads are not constructed and 
maintained. This is indicated by 67(19%) and 162(47%) disagreed and strongly disagreed 
respectively that feeder roads and constructed and maintained by the local government council. 
Rural Housing scheme are not a consideration by the local government council. This is indicated 
by 72 (21%) and 254 (74%) response of disagreed and strongly disagreed that rural housing 
scheme is provided by the local government. 
Table 4.14: Community Development Efforts at project execution  
LGA Biu Gubio Kwaya Mafa MMC Monguno 
Clinics/Health 
Service  

- - - - - - 

Borehole/Well/  - - - - - - 
Culverts - - - - - - 
Block of Class 
Rooms 

- - - - - - 

Market Stalls - - 1 - - - 
Source: Field Survey, 2021 
Table 4.14 shows the community development efforts of the selected local government in Borno 
State. The table indicates that from 2015 to 2021 there was not a single community development 
effort except in Kwaya Kusar where a market stall was constructed through community 
development effort. This can be largely attributed to insecurity.  
Section D 
Test of Hypotheses 
H01: The operation of state local government joint account has not significantly affected the 
provision of boreholes. 
Table 4.14:Contingency Table 1(Community Members on Capital Project) 
Community Members  Strongl

y 
agreed  

Agreed  Undecide
d  

Disagree
d  

Strongly 
disagreed  

Mean  

Adequacy of classrooms 
and teachers  

115 126 25 50 37 3.98 
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Adequacy of textbooks and 
instructional materials  

39 27 28 139 120 2.87 

Availability of Market Stall 21 21 34 175 102 3.19 
Availability and 
accessibility of healthcare 
facilities 

160 112 24 39 28 4.26 

Availability of drugs  135 92 26 60 40 2.77 
Health Personnel  180 91 23 31 28 3.12 
Access to potable water  61 65 27 109 91 2.22 
Provision of Hand Pumps, 
dug well and motorized 
boreholes  

57 52 27 122 95 4.12 

Source: Field Survey, 2021 
Table 4.15: Contingency Table 2(Local Government Staff on Capital Project) 
Local Government Staff Strongly 

agreed  
Agreed  Undecided  Disagre

ed  
Strongly 
disagree
d  

Mean  

Adequacy of classrooms 
and teachers  

32 46 22 131 113 3.98 

Adequacy of textbooks and 
instructional materials  

27 25 15 123 154 3.18 

Availability of Market Stall 18 20 35 152 119 2.11 
Availability and 
accessibility of healthcare  

104 185 12 22 21 3.21 

Availability of drugs  47 94 21 67 115 4.14 
Health Personnel  223 70 8 22 21 4.12 
Access to portable water  23 30 22 80 189 3.67 
Provision of Hand Pumps, 
dug well and motorized 
boreholes  

24 15 19 73 213 2.80 

Source: Field Survey, 2021 
Table 4.16: Spear man Summary table 
Variables  Mean/Community 

Members  
Mean/Staff D D2 

Adequacy of classrooms and teachers  3.98 3.98 0 0 
Adequacy of textbooks and 
instructional materials  

2.87 3.18 
-0.31 0.10 

Availability of Market Stall 3.19 2.11 1.08 1.17 
Availability and accessibility of 
healthcare  

4.26 3.21 
1.05 1.10 

Availability of drugs  2.77 4.14 -1.37 1.88 
Health Personnel  3.12 4.12 -1 1.00 
Access to portable water  2.22 3.67 -1.45 2.10 
Provision of Hand Pumps, dug well 
and motorized boreholes  

4.12 2.80 
1.32 1.74 
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Source: Field Survey, 2021. 
N=8 ∑ 2=9.09 

Rho = 1 −  
∑

( )
 

Rho = 1 −  
.

( )
 

Rho = 1 −  
.

( )
 

Rho = 1 −  
.

 

Rho = 1 −   

Rho = 1 −  0.28 
Rho =  0.71 
From table 4.16 calculated spearman rank order is 0.71, to test for significance of execution of 
capital project. The calculated value (0.71) is lower than the critical (table) value 0.74 at 0.05 
level of significance. Therefore we accept the null hypothesis and conclude that the operation of 
state local government joint account has not significantly affected the execution of capital 
projects. The implication of this result in more specific terms is that SLGJA has not impacted 
positively on the execution of capital projects. This can be collaborated with table 4.1 and 4.4 
which shows that majority of the respondents were not satisfied with the level of the programme 
performance. 
H02: The operation of state local government joint account has not significantly affected the 
ability of local government councils in community development.    
Community development  
Table 4.17: Contingency Table 3(Community Members on Community Development) 
Variable  Strongly 

agreed  
Agree
d  

Undecide
d  

Disagre
ed  

Strongly 
disagree
d  

Mean  

Provision of 
Seedlings  

12 13 9 126 193 3.87 

Appropriate supply of 
Fertilizer 

19 17 20 113 184 4.17 

Provision of micro 
credit loans to 
farmers  

22 23 20 151 137 3.34 

Availability of 
Markets for produce 

122 121 41 36 33 2.26 

Construction and 
Maintenance of 
Feeder Roads  

52 72 34 108 87 2.23 

Rural Housing 
Scheme 

7 7 6 92 241 3.19 

Source: Field Survey, 2021. 
Table 4.17: Contingency Table 4(Local Government Staff on Community Development) 
Variable  Strongly 

agreed  
Agree
d  

Undecide
d  

Disagre
ed  

Strongly 
disagree
d  

Mean  
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Provision of 
Seedlings  

17 23 14 82 208 3.76 

Appropriate supply of 
Fertilizer 

9 8 7 228 92 3.00 

Provision of micro 
credit loans to 
farmers  

7 4 0 154 179 2.65 

Availability of 
Markets for produce 

85 217 5 15 22 2.71 

Construction and 
Maintenance of 
Feeder Roads  

51 55 9 67 162 3.32 

Rural Housing 
Scheme 

6 6 6 72 254 4.21 

Source: Field Survey, 2021. 
Table 4.18:Spear man Summary table 
Variables  Mean/Community 

Members  
Mean/Staff D D2 

Provision of Seedlings  3.87 3.76 0.11 0.01 
Appropriate supply of 
Fertilizer 

4.17 3 
1.17 1.37 

Provision of micro credit 
loans to farmers  

3.34 2.65 
0.69 0.48 

Availability of Markets 
for produce 

2.26 2.71 
-0.45 0.20 

Construction and 
Maintenance of Feeder 
Roads  

2.23 3.32 
-1.09 1.19 

Rural Housing Scheme 3.19 4.21 -1.02 1.04 
Source: Field Survey, 2021. 
N=6 ∑ 2=4.26 

Rho = 1 −  
∑

( )
 

Rho = 1 −  
.

( )
 

Rho = 1 −  
.

( )
 

Rho = 1 −  
.

 

Rho = 1 −   

Rho = 1 −  0.12 
Rho =  0.88 
From table 4.16 calculated spearman rank order is 0.88, to test for significance of execution of 
capital project. The calculated value (0.71) is lower than the critical (table) value 0.89 at 0.05 
level of significance. Therefore we accept the null hypothesis and conclude that the operation of 
state local government joint account has not significantly affected the ability of local government 
councils in community development.  The implication of this result in more specific terms is that 
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SLGJA has not impacted positively on the execution of capital projects. This can be collaborated 
with table 4.1 and 4.4 which shows that majority of the respondents were not satisfied with the 
level of the programme performance. 
 
Discussion of Major Findings  
The study assessed the impact of state/local government Joint Account on the performance of 
selected local government councils in services delivery in Borno state. In this regard, the 
research objectives, questions and hypotheses were carefully formulated to address issues on 
state/local government joint Account on the capacity of local government councils to execute 
capital projects, prompt payment of workers’ salary: and community development. In order to 
achieve the desired objectives of the research, frequency distribution tables, Spear Man Rho was 
computed with a view to determining the degree of relationship between the variables. This 
discussion is segmented based on the objectives of the study.  
 
Analysis of the table showed in table 4.1 that in terms of adequacy of teachers and classrooms, 
SLGJA is effective in the execution of such projects. This finding is refuted by the response of 
the local government staff in table 4.2 that classrooms and teachers are not adequately provided 
in the local government areas.  
 
The result in table 4.1 corroborates the finding in table 4.2 that that SLGJA is effective in the 
availability and accessibility of healthcare facilities. Analysis of the table shows that the impact 
of SLGJA has been positive in terms of availability and accessibility of healthcare facilities as 
well as provision of health personnel in the selected local government; however, in terms of 
provision of drugs the impact has been negative. Table 4.3 showed that healthcare facilities have 
not been provided between the periods of this study. In the aspect of provision of markets stalls, 
textbooks and instructional facilities, access to potable water SLGJA has been a massive failure. 
This is corroborated by the response of local government staff in table 4.4. Hand pumps and 
motorized boreholes are not provided and wells are not dug by the government. The findings of 
this study refutes that of Sarumi (2014) that local government in Lagos state has been effective in 
the execution of capital project such as educational infrastructure, healthcare and potable water.  
However, this study corroborates the works of Altehe (2013) and Ibok (2014) who found out that 
restricted revenue sources available to local government and inability to effectively 
utilize its internal sources of revenue generation had impacted negatively on the 
execution of provision of public goods at local level. 
 
Table 4.4 Local Government Councils do not provide seedlings for farming. This is corroborated 
by the finding in table 4.5 by the local government staff that seedlings are not provided by the 
local government in community development. Analysis of the table showed that fertilizers are 
not provided to the community members in the selected local government areas. This is 
corroborated by the finding from the staff of local government in table 4.5 that fertilizers are not 
adequately supplied by the local government council. Table 4.4 showed that credit facilities are 
not made available to the community members by the local government council. This is 
corroborated by the finding from the staff of local government in table 4.5 that credit facilities 
are not made available to the community members by the local government council. The finding 
contradicts the work of Odiong, (2003) that it is morally binding on the government to assist in 
community development. However, what was found in this study is that local government due 
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not pay sufficient attention to the plight of the community members in term of community 
development. This can be explained by the porosity of funds at the disposal of the local 
government due to State Local Government Joint Account.  
 
Tables 4.4 and 4.5 revealed by community members and staff of local government respectively 
pointed out that Markets are available for their produced. Observation by the researcher revealed 
that it was not the effort of local government that made market for produce available because the 
stalls in the market were not provided by the council rather it was the farmers efforts at ensuring 
that their produce are sold. It is the responsible of the local government council to provide 
market for its populace. Olowu (1988) in supporting the above view averred that in the rural 
areas, effective local governments can assist the rural people in organizing themselves to 
mobilize and manage their resources effectively, reduce waste associated with rural development 
projects due to poor and inaccurate information, feedback as well as non performing or corrupt 
bureaucracies. However, what is obtainable in the local government in Borno state is the reversal 
of the position of Olowu (1988). 
 
Table 4.4 indicated the response of community members that Feeder roads are not constructed 
and maintained. This is corroborated by the finding from the staff of local government in table 
4.5 that Feeder roads are not constructed and maintained. The findings of Bolatito and Ibrahim, 
(2014) and Chukwuemeka et al., (2014) corroborates this study that local government do not 
performed their role in construction of road in Borno State. Furthermore Table 4.4 indicated the 
response of community members that rural housing scheme is not a consideration by the local 
government council. This is corroborated by the finding from the staff of local government in 
table 4.5 that rural housing scheme is not provided by the local government council in the 
selected local government areas of Borno State. The closeness of the local government to a 
specific location makes it best suited to provide efficiently the services that are needed at the 
grassroots. However as Eminue, (2006) agreed with the finding of this study local government 
are not involve in the provision of shelter to the local government staff let alone the community 
members.  
 
Table 4.3 the fund for SLGJA is not adequately disbursed. SLGJA has not enhanced the capacity 
of local government in capital project execution and payment of salaries. The nature, contents 
and operations of the SLGJA has done harm to the local government than good and should be 
scrapped as it is replete the local government into crisis. This is corroborated by Eme, Izueke and 
Ewuim, (2013) that SLGA is not adequately disbursed. The finding is worrisome because its 
affect the strategic positioning of the local government which is closer to the people and in better 
position to meet the yearnings and aspirations of the local populace.  
 
Table 4.5 also shows that salaries of the workers are not regularly paid but are regularly deducted 
as a result of SLGJA. Edoyugbo (2012) and Aghayere (1997) posits that SLGJA has deprived the 
council authorities of much needed funds, consequently local government authorities are mostly 
unable to pay salary. Micro credits are not provided to the workers as part of the operations of 
SLGJA. Workers do not undergo regular training in the selected local government. One of the 
constant features of the local government is the near inability to pay the salaries of her workers. 
Most of these local government council are affected by the almost SLGJA. 
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Within the purview of efficiency service theory, that SLGJA when effectively implemented will 
bring the needed development and vice versa. The finding of the study hence validates this 
theory since local government council are not effective in terms of execution of capital projects, 
community development and prompt payment of salaries. 
 
Conclusions 
Based on the summary of the findings, the study concludes that joint account has not increase the 
capacity of local government council in execution capital project. It has not increased the ability 
of local government councils in the payment of workers’ salary and has not enhanced community 
development in the selected local government areas of Borno States. The study therefore 
concludes that the impact of state/local government Joint Account on the performance of 
selected local government councils in services delivery in Borno state has been negative. 
 
Recommendations  

Based on the conclusions, the following recommendations were made; 
i. Capital project are not executed by the local government council. The council should as a matter 

of fact make it budget more of capital than recurrent. This is to ensure that development is 
brought to bear at the local government areas. This will then serve as a barometer for measuring 
development at the grassroots areas. 

ii. Local government councils are not involved in community development. Local government 
should be encouraged to discharge their statutory responsibilities such as provision of healthcare 
facilities, primary education, feed roads, market stalls, portable water, agricultural implement and 
micro-loans.  

iii. Move sources of revenue should be created and generated internally by local government 
councils so that they become self-sufficient and be able to finance themselves, especially as it 
relates to the payment of salaries. 

iv. State local government joint account has not increased the capacity of local government council 
to execute capital project, involved in community development and payment of salaries. The 
workings of the account are not in tone with the reality of the Nigerian State. Therefore, the 
account should be scrapped so as to ensure sovereignty and financial anatomy of local 
government in Nigeria. The capacity of the local government can be built through this 
recommendation. 
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INTRODUCTION  

This research attempts a semiotic analysis of the movie “Black Panther” using Charles Peirce’s 
semiotic theory. Semiotics, broadly speaking, is concerned with the study of signs, with sign 
used in this context to refer to anything that creates meaning. It can take the form of words, 
images, paintings, sounds, objects and more that stand for or represent something else.  

Movies are among the many means of sharing ideas as movie makers often use their movies to 
share real life events, stories or even messages to an audience. These are usually communicated 
to the audience through semiotic systems such as signs, symbols, speech, writing, gesture and 
print. However, it is often difficult to understand the signs in movies and the message the signs 

Abstract: This study is a semiotic analysis of the 2018 movie “Black Panther” using Charles Peirce’s 
Triadic Theory. Semiotics, broadly speaking, is concerned with the study of signs, with sign used in this 
context to refer to anything that creates meaning. “Black Panther” is a movie with so many messages in 
the forms of signs which can be passed unnoticed but which a semiotic study can uncover. In fact, the 
movie receives most of its acclaim because of the deep cultural significance it carries which makes it a 
suitable movie for semiotic analysis. The primary source of data (the movie) is downloaded from the 
internet. Relevant scenes containing signs in the Movie are screen grabbed and presented as data. The 
signs in the movie are categorised and analysed based on Peirce’s types of signs (icon, symbol and 
index) and elements of sign (representamen, object and interpretant) respectively. The findings show 
that ICON is the most frequently used sign with thirty-five (35) occurrences followed by SYMBOL with 
thirty-three (33) occurrences. INDEX is the least used sign in the Movie with only eleven (11) 
occurrences. The icons and symbols actually convey message to African and African American audience 
on the richness of African cultures and resources while the index signs make the Movie predictable for 
the audience. The study concludes that Peirce’s Theory therefore, provides a systematic description of 
the signs in the Movie by using tools (elements and type of signs) in identifying and creating patterns 
which uncovers concealed meaning. 

Keywords: Analysis, Black, Movie, Panther & Semiotic 
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are trying to send. This, therefore, has prompted the researcher to carry out a semiotic analysis of 
the movie “Black Panther”  

“Black Panther” is a 2018 movie directed by Ryan Coogler. It has a theme of tradition, love, 
betrayal and power. It has been praised by critics as one of the best movies of all time (Ramin 
2018) and has received many awards including Academy Award for Best Production Design and 
Best Costume Design. The film is based on a comic book series Jungle Action created in 1966 by 
Stan Lee and Jack Kirby featuring a hero of African descent (Johnson 2018).  

JUSTIFICATION OF STUDY 

Movies are not just meant to entertain, but usually serve as a meaning making and message 
sending medium – some of which can be in form of signs. “Black Panther” is a movie with so 
many messages in the forms of signs which can be passed unnoticed but which a semiotic study 
can uncover. In fact, the movie receives most of its acclaim because of the deep cultural 
significance it carries – especially in relation to black culture and mores. In this regards, it is 
deemed a suitable movie for semiotic analysis. In addition, most studies of “text” in linguistics 
predominantly focus on either spoken or written texts with little attention given to multimodal 
text types such as signs, gestures and images. It is against this backdrop that this study is 
embarked upon to carry out a semiotic analysis of the movie “Black Panther”. 

OBJECTIVES OF THE STUDY 

The objectives of the study are to:  

i. identify semiotic signs used in the movie,  

ii. categorise the signs identified into semiotic sign types,  

iii. analyse the meaning making processes of the signs based on Peirce’s theory and  

iv. describe how the signs in the movie represent semiotic meanings to the audience  
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ITERATURE REVIEW 

2.0 Introduction  

This section consists of a review of some literature on the concept of semiotics and relationship 
between semiotics and other branches of linguistics. Studies on movies using different semiotic 
approaches will also be reviewed.  

2.1 The Concept of Semiotics  

The term “semiotics” comes from a Greek word semeion - meaning “a sign”. It has been 
described as a term that explains what laws govern a sign and what constitutes it (Danesi, 2004). 
Semiotics is also described by Chandler (2007) as a study of the role of signs as part of social life 
which take the form of words, images, sounds, gestures, objects and more, while Sobur (2009) 
explains it as a science that explores signs. Sobur further considers semiotics as a method of 
analysing signs. On his part, Eco (1986) defines semiotics as everything that can be taken as a 
sign. To Eco, anything can be a sign as long as someone interprets it as something - referring to 
or standing for something other than itself. This means every existing thing in our life is like a 
sign. From the various definitions of semiotics given, one can generally define it as a study of 
signs.  

In the field of semiotics, there are two dominant contemporary theories of what constitutes a 
sign: the Dyadic Theory by the Swiss linguist Ferdinand de Saussure and the Triadic Theory 
by the American philosopher Charles Sanders Peirce. Chandler (2007) posits that Saussure’s 
Dyadic Theory of signs views sign as a ‘Signifier’ and a ‘Signified’ where ‘Signifier’ refers to 
the physical form of a sign while ‘Signified’ is the concept the signifier refers to (mental sign). 
On the other hand, Peirce’s theory (Triadic Theory) consists of three elements of sign namely: 
Representamen, Object and Interpretant. These are explained below:  

1. The Representamen: This is the form which the sign takes.  

2. An Object: This is something beyond the sign to which it refers (a referent).  

3. An Interpretant: It is the sense made of the sign.  

 

Saussure’s “Signifier” and “Signified” and Peirce’s “Representamen”, “Object” and 
“Interpretant” are explained with an example below from Chandler (2007):  

A teacher gives his students a test and announces that any student who is through with his test 
should raise his/her hand. One of the students raises his hand a few minutes later. This shows 
that the sign is understood. The message in the teacher’s announcement shows that the students 
should submit their paper after raising their hand. The teacher’s announcement is Pierce’s 
“Representamen” or Saussure’s “Signifier”.  

The response of the student by raising his/her hand is the “Interpretant”- the sense made of the 
sign or Saussure’s “Signified”. If the teacher decides to collect or reject the paper, this is the 
“object” of the sign. The two theories will be further discussed in the theoretical framework 
section.  

It is important at this juncture to point out that semiotics is also an important part of Systemic 
Functional Linguistics (SFL). According to Halliday and Matthiessen (2014), a “text” (an 
instance of language, in any medium that makes sense to someone who knows it) is not only 
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spoken and written but has been extended to other semiotic systems such as sign, gesture, facial 
expression and print (Halliday and Matthiessen, 2014).  

Halliday and Matthiessen (2014) further state that there is a mutual relationship between 
semiotics and language because a semiotic system operates in the same context of situation as 
language. Thus, it can be said that they complement each other. For example, “gesture” is a 
semiotic system that relates to language (metafunctions). In a spoken text, a beckoning gesture 
with a command “Come here!” relates to interpersonal meaning (relationship among 
speaker/listener), a pointing gesture with a reference outside the text (exophoric); “That’s huge” 
relates to textual meaning (communicative nature of a text), and a depictive gesture with a 
description “It is shaped like a five pointed star” relates to ideational meaning (subject matter of 
a text). The mutual relationship between the gestures and the three metafunctions show that 
language is a semiotic system. Apart from language, semiotics is also related to other branches of 
linguistics.  

2.2 Studies on Movies from Different Semiotic Approaches  

A number of studies have been carried out on movies using different semiotic approaches 
(Saussure’s, Barthes’ and Peirce’s, among others). For example, Malik (2016) analyses the 
movie “Three idiots”. He specifically investigates motivation as a process of learning in the 
movie. The data was obtained from the internet in the form of images just as the present study 
intends to do. Malik (2016) uses a qualitative descriptive method of data analysis and also 
Saussure’s Dyadic Theory as a theoretical framework - unlike this research which will employ 
Pierce’s theory. The study concentrates on Signifier (physical sign) and Signified (mental sign) 
in the movie. The findings of the study indicate that the major characters are one way or the 
other motivated or not towards learning. He concludes that out of the four major characters, 
Rancho is the most successful character motivated towards learning. Hence, he becomes a source 
of motivation towards younger students in the movie and beyond the movie.  

Another related study to the present one is Setia et al. (2009) which analyses a movie, “The Lord 
of the Ring: Fellowship of the Ring”. The movie, like “Black Panther”, is based on a book -“The 
Lord of the Rings” by J.R.R. Tolkien. Like this study, images are collected as data from the 
movie for presentation and analysis using qualitative method to analyse the signs. Saussure’s 
theory is adopted as a theoretical framework where the Signifier and Signified of the signs in the 
movie are identified and analysed. Three codes (technical code, social code and representational 
code) are also used to describe the signs in the movie. The findings of Setia et al. (2009) show 
that the signs employed in the movie construct a media text such as technical code, social code 
and representational code. Social code includes gesture, language, dress and makeup. Technical 
code includes music, sounds, lighting effect and mood of the audience. Representation code 
includes narrative structure and dialogue makes the audience feel what the director wants.  

Another study on a movie is Winona (2018) who analyses gesture in the movie “Marlina the 
Murderer in Four Acts”. She investigates gestures used by the major character Marlinia. Images 
were collected as data from the movie for presentation and analysis. Qualitative descriptive 
method is used to describe the gestures in the movie. Saussure’s theory is adopted as a 
theoretical framework. The signifier and signified of the gestures are identified and described. 
The findings show that negative emotions such as suspense, terror, mystery and disgust are found 
represented by the different signs. She concludes that only a few of the gestures are related to 
reality.  
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In another related study Wantoro (2018) analyses space and time in the 2002 movie “Time 
Machine” using Saussure’s theory. The movie is about space and time machine which is used as 
technology to change the time and space situation. Qualitative method of data analysis is used to 
analyse the signs in the movie. Wantoro (2018) shows that the desire for power in the Western 
world never ends and concludes that most of the signs used represent the fact that there is too 
much reliance on advanced technology to do human work.  

Malik (2016), Setia et al. (2009), Winona (2018) and Wantoro (2018) mentioned above are 
similar to the present study in terms of the fact that they all study movies from the semiotic 
perspective. However, they are a bit different in terms of the theory adopted.  

Similarly, there are other studies that are carried out on movies. These studies, however, adopt a 
different theoretical framework (Barthes’ Theory of Denotation and Connotation) in analysing 
movies. For example, Nisa (2017) analyses semiotic signs in the movie “Colombiana” focusing 
on explaining “Cattleya Orchid” signs that appear in the scenes of the movie. “Cattleya” is a 
Colombian female assassin who became a killer to avenge the death of her parents. He uses 
qualitative method and descriptive analysis technique to analyse the movie. Barthes’ Theory of 
Denotation and Connotation is adopted as a theoretical framework. Nisa’s findings show that 
each orchid sign reflects Cattleya’s self-identity in the movie. The signs are used as messages to 
her targets, the people who killed her parents.  

In another study Royani (2014) employs Roland Barthes’ theory of denotation and connotation 
to analyse signs in the movie “Sucker Punch”. Royani’s study is similar to the present one 
because it is an analysis of a movie but he analyses all the signs in the movie using Barthes’ 
theory. He uses tables in the analysis to show the denotative and connotative meaning of the 
signs. As part of the analysis, qualitative descriptive method is used to explain the denotative and 
connotative meanings of the signs in the movie. Royani’s analyses reveal that four objects (key, 
knife, match and map) found in the movie are used as signs which the major character, Babydoll, 
uses to escape from a house. “Key” is a sign of freedom, “Knife” is a sign of safety, “Map” is a 
sign of understanding the situation and “Match” is a sign of attention.  

Apart from Saussure’s theory and that of Roland Barthes, Peirce’s Triadic Theory is the theory 
that will be adopted. There are of course a few studies that have adopted Pierce’s theory in 
analysing movies. For instance, Suana (2014) analyses heroism symbols in the movie “Spider-
Man 2”. He presents and analyses Pierce's three elements of sign (icon, index and symbol) in 
relation to the main character’s (Peter Parker) physical appearance and social relation seen as the 
centre of attention for the analysis of signs in the movie. The data  in the form of images of the 
signs are collected from the movie and descriptive method is used to analyse them. His findings 
indicate that the signs are realised in form of physical appearances and social relations. It is also 
found that the signs that indicate physical appearance are icons and symbols while the sign that 
indicates social relation is index. He therefore concludes that physical appearance is symbolic to 
Peter Parker's (Spider-Man’s) identity while the social relations (dialogues) are symbolic.  

In another related work, Alfan (2018) analyses the movie “John Wick” from the semiotic 
perspective  by using Peirce’s Triadic theory as a theoretical framework.  He identifies Icons, 
indices and symbols in the movie. Qualitative analysis of the signs in the movie reveal that all 
the three signs (icon, index and symbol) are found there. From the result, sixteen (16) icons, 
twelve (12) indexes and nine (9) symbols are found. Thus, Alfan (2018) concludes that Pierce’s 
Theory can be used technically to explain the meaning of the signs in the movie.  
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Alfan (2018) and Suana (2014) are similar to the intended study because they not only analyse 
movies but also use the same theory (Peirce’s). The only difference is that this research will 
focus on the three signs (representament, object and interpretant) but Alfan (2018) and Suana 
(2014) only cover one sign (object) which consists of icon, symbol and index.  

Studies that involve other models of semiotic analyses of movies are also reviewed. For instance, 
Xu (2018), using semiotics as a multimodal discourse,  analyses different semiotic modes in the 
movie “Argo”. He adopts the perspective of Systemic Functional Linguistics where Halliday’s 
context of culture, context of situation and meaning of image are used in analysing the semiotic 
modes. Tables are used to describe context of situation and context of culture of the data. Xu’s 
findings reveal that context, language and image help construct a multimodal discourse in the 
movie. He concludes that the discourse showcases Western ideology by semiotic means.  

Lastly, Parsa (2004) analyses the 2005 hit movie “Titanic” using Propp’s Theory of Narratives as 
the theoretical framework. According to Propp, there are thirty-one narratives for analysing 
movies. He calls these narratives “Functions” which are used to narrate movies. The analysis is 
based on Syntagmatic and Paradigmatic approaches in which the syntagmatic approach focuses 
on surface structure of the movie by using Propp’s thirty-one functions to narrate the movie, 
while the Paradigmatic approach focuses on the deep structure of the movie. From the findings, 
all of Propp’s thirty-one narratives are found in the movie. It is concluded that the movie has a 
deep meaning of injustice between classes.  

In conclusion, all the studies reviewed are on movies like the present study. However, they adopt 
different semiotic approaches (Saussure’s, Barthes’ and Propp’s). Only Suana (2014) and Alfan 
(2018) adopt Peirce’s theory as will be done here but focus on only one element of sign (object) 
while this research will cover all three elements of sign (representamen object and interpretant) 
to analyse the movie “Black Panther”.  

3.0 METHODOLOGY  

Methodology is divided into method of data collection and method of data presentation and 
analysis.   

3.1.1 Method of Data Collection 

The data for the research are collected from a primary source – the movie “Black Panther” which 
is obtained from the internet. It focuses only on the scenes that contain signs in the movie. 
Secondary sources such as relevant textbooks, theses, journal articles and the internet are used to 
obtain further information to help in the analysis.  

Data from the Movie is collected using three procedures. Firstly, the movie is watched repeatedly 
and records of the signs are kept in it; secondly, note-taking sheets are used to mark the signs and 
time of occurrence in the movie and finally, the relevant scenes containing the signs in the movie 
are captured/screen grabbed.  

3.1.2 Method of Data Presentation and Analysis 

The data is presented and analysed as follows: Screen grabbed images of the scenes with the 
signs in the movie are presented and where speech is involved, they are transcribed and 
presented. The data is numbered for easy referencing. The signs are categorised based on 
Peirce’s types of signs (icon, symbol and index). The elements of sign (representamen, object 
and interpretant) are used in analysing the scenes in the movie. Descriptive qualitative method is 
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used in describing the various types of signs. How the signs contribute in conveying message to 
the audience are also described. Tables are used to show frequency of occurrences and 
percentage of the signs and multimodal texts in the movie. The signs are interpreted in terms of 
their significance in conveying semiotic meaning.  

ANALYSIS DISCUSSION OF RESULTS                        
The data of this study are presented, categorised, analysed and discussed here. The data are 
screen grabbed images from the Movie “Black Panther”.  

DATUM 1 
MULTIMODAL TEXT TYPE: WRITING 
The name of the Movie “Black Panther” itself is a sign (icon). It is actually the name of the King 
of Wakanda in the Movie. It is an ICON because it is similar to the name of a group against the 
oppression of Blacks in the United States of America by name “Black Panther”.   

SEMIOSIS PROCESS 

The REPRESENTAMEN is the written text “Black Panther”- the king of Wakanda because it 
takes the form of the actual “Black Panther” in the U.S.A. The OBJECT is the king (Black 
Panther) which is a referent of the real one America. The INTERPRETANT (the sense made of 
the sign) is the opinion that the name of the Movie “Black Panther” actually resembles the name 
of the group fighting against oppression of Blacks in America “Black Panther”. This process of 
analysis according to Pierce is called SEMIOSIS PROCESS; it is applied to the rest of the data 
as well. 

DATUM 2 

 

MULTIMODAL TEXT TYPE: WRITING AND IMAGE    
TIME SPOTTED: 01:52 

This scene in the movie shows Oakland, California, the city where Njobu was sent undercover 
with predominantly Black residents. It is an ICON because it has a resemblance to its referent 
(The real Oakland, California, United States of America). It is not a coincidence that the director 
chooses Oakland because it is home of the Blacks where the group Black Panther live.  

SEMIOSIS PROCESS                                   
The image of the city of Oakland in the movie is the REPRESENTAMEN (Signifier) because it 
takes the form of the real city in America. The actual city in America that the above city 
represents is the OBJECT; this is because the above city is a referent of the real one in 
California, America. If a person looks at the picture of the city and saw it as the one in the United 
States; that is the INTERPRETANT; the sense made of the sign.  
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DATUM 3 

 

MULTIMODAL TEXT TYPE: SOUND    
TIME SPOTTED: 03:00 

This scene shows a young Zuri, the priest of Wakanda trying to open the door after someone 
having knocked the door. The knocking at the door is an INDEX of the door because there is no 
way the knocking would have happened without somebody actually knocking at it.   

SEMIOSIS PROCESS 

The sound of knocking is the REPRESENTAMEN (Signifier) because it takes the form of the 
sign. The door is the OBJECT; this is because the knocking would not have existed without 
someone knocking at the door. The idea that knocking indicates that there is someone at the door  
is the INTERPRETANT; the sense made of the sign.  

DATUM 4 

         
MULTIMODAL TEXT TYPE: GESTURE    
TIME SPOTTED: 03:46  
The above image is a scene from the movie that shows Zuri and Njobu kneeling for their king. 
Kneeling here is a SYMBOL of respect to the king. It is also an ICON because it is similar to the 
way of greetings in southern part of Nigeria.  

SEMIOSIS PROCESS 

The kneeling by Njobu and Zuri here is the REPRESENTAMEN (Signifier) because it takes the 
form of the sign. “Respect” which the kneeling represents is the OBJECT. The idea that kneeling 
is a sign of respect either to a king or to an elderly person in southern Nigeria is the 
INTERPRETANT; the sense made of the sign.  
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DATUM 5 

      
MULTIMODAL TEXT TYPE: IMAGE AND WRITING   
TIME SPOTTED: 07:36  
The above image is a scene from the Movie that shows Sambisa forest, a forest where T’Challa 
rescues kidnapped girls. It is an ICON because it actually resembles the real Sambisa forest in 
north eastern part of Nigeria, even though it is not real one.  

SEMIOSIS PROCESS 

The image of the forest that looks like Sambisa forest is the REPRESENTAMEN (Signifier) 
because it takes the form of the forest. The real forest that the above forest represents is the 
OBJECT; this is because the picture of the forest in the movie is a referent of the real one in 
Nigeria. The idea that the forest in the picture actually resembles the one in Nigeria is the 
INTERPRETANT; the sense made of the sign.  

DATUM 6    

 
 
MULTIMODAL TEXT TYPE: IMAGE    
TIME SPOTTED: 09:20  
The above image is a scene from the movie that shows girls held captive by Terrorists in 
Sambisa forest, Nigeria. The girls are ICONS because they resemble the Chibok girls presently 
held captive in Sambisa forest, Nigeria.  

SEMIOSIS PROCESS 

The kidnapped girls are the REPRESENTAMEN (Signifier) because they take the form of the 
Chibok girls held captive in Sambisa forest, Nigeria. The chibok girls that the above image 
represents are the OBJECT; this is because the above girls are referents of the real Chibok girls 
in Nigeria. The relationship between the Representamen and the Object produces the 
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INTERPRETANT; the knowledge that the kidnapped girls in the movie resemble the Chibok 
girls in northern Nigeria is the INTERPRETANT; the sense made of the sign.  

 
DATUM 7           

 
MULTIMODAL TEXT TYPE: SOUND    
TIME SPOTTED: 09:39  
This scene shows a dog barking at the Black Panther (T’Challa) in Sambisa forest, Nigeria. The 
barking of the dog is an INDEX because there is a close connection between the barking and the 
dog; the presence of the barking means the presence of the dog.  

SEMIOSIS PROCESS 

The barking of the dog is the REPRESENTAMEN (Signifier) because it takes the form of the 
sign. The dog that the barking stance for is the OBJECT; this is because the barking would not 
have existed without the dog. The idea that barking indicates the presence of the dog is the 
INTERPRETANT; the sense made of the sign.  

DATUM 8 

 
MULTIMODAL TEXT TYPE: IMAGE 
TIME SPOTTED: 09:41 
This scene shows T’Challa (Black Panther) on a tree in Sambisa forest. The appearance of the 
king of Wakanda in this scene is an ICON due to its resemblance to the animal Black Panther.  

SEMIOSIS PROCESS 

The King’s outfit in the image is the REPRESENTAMEN (Signifier) because it takes the form 
of the animal “Black Panther”. The animal “Black Panther” is the OBJECT. The idea that the 
outfit of the king is made to represent the animal Panther is the sense made of the sign 
(INTERPRETANT).  
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DATUM 9 

 
 MULTIMODAL TEXT TYPE: SPEECH    
TIME SPOTTED: 11:30  
This scene shows kidnapped girls saved by the king saying, “mun gode” (thank you) to the King 
in Hausa language (a language spoken in northern Nigeria). The language spoken by the girls is 
an ICON because it is similar to its referent (The Hausa language spoken in northern Nigeria).  

SEMIOSIS PROCESS 

The language spoken by the girls is the REPRESENTAMEN because it takes the form of the real 
Hausa language spoken in northern Nigeria. The real Hausa language spoken in northern Nigeria 
that the above language represents is the OBJECT; this is because the above language spoken in 
the movie is a referent of the real one in Nigeria. The concept that the language spoken by the 
kidnapped girls actually corresponds with the one spoken in northern Nigeria; that is the 
INTERPRETANT; the sense made of the sign.  

DATUM 10 

 
MULTIMODAL TEXT TYPE: IMAGE    
TIME SPOTTED: 13:13  
The above image is a scene that shows the city of Wakanda. Even though it is a fictional movie, 
it is an ICON because it resembles its referent the city of Lesoto, South Africa. Wakanda actually 
drew inspiration from Lesoto, South Africa according to the director, Ryan Coogler. Even 
though it is not a real city, it certainly looks like the one in South Africa.  

SEMIOSIS PROCESS 

Wakanda here is the REPRESENTAMEN because it takes the form of the real city of Lesoto, 
South Africa. Lesoto which Wakanda represents is the OBJECT. The idea that Wakanda is made 
to represent the city of Lesoto in South Africa is the INTERPRETANT; the sense made of the 
sign.  
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DATUM 11 

 
MULTIMODAL TEXT TYPE: IMAGE AND WRITING    
TIME SPOTTED: 15:22  
This scene from the movie shows London, United Kingdom. It is an ICON because it has a 
resemblance to its referent (The real London, capital of England). It certainly looks like the real 
one even though it is picture.  

SEMIOSIS PROCESS 

The image of the city of London in the movie is the REPRESENTAMEN (Signifier) because it 
takes the form of the real city. The actual city that the above image represents is the OBJECT; 
this is because the above city is a referent of the real one in London. If a person looks at the 
picture of the city and concedes that it resembles the one in London; that is the 
INTERPRETANT; the sense made of the sign.  

 
DATUM 12 

 

MULTIMODAL TEXT TYPE: IMAGE AND SPEECH   
TIME SPOTTED: 15:55  
The above image is a scene from the movie that shows an art craft called Bobo Ashanti from 
Ghana. It is an ICON because it resembles its referent (The real Bobo Ashanti, Ghana). Even 
though it is not a real art craft, it certainly looks like one.  

SEMIOSIS PROCESS 

The art craft in image is the REPRESENTAMEN (Signifier) because it takes the form of the real 
art craft from Ghana. It looks like the real one but it is not. The real art craft that the above art 
craft represents is the OBJECT; this is because the above art craft is a referent of the real one in 
Ghana. The knowledge that the art craft in the image is similar to Bobo Ashanti in Ghana is the 
INTERPRETANT; the sense made of the sign.  
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DATUM 13 

 

MULTIMODAL TEXT TYPE: IMAGE     
TIME SPOTTED: 16:19  
The image above is a scene from the movie that shows an artifact of Benin culture. It is an ICON 
because it has a resemblance to its referent (a mask of Benin tribe). Even though it is not the real 
one, it certainly looks like one.  

SEMIOSIS PROCESS 

The artifact in image is the REPRESENTAMEN (Signifier) because it takes the form of a real 
artifact from Benin, Nigeria. It looks like the real one but it is not. The mask of Benin that the 
above artifact represents is the OBJECT; this is because the above artifact is a referent of the real 
one in Benin. The idea that the artifact in the image is similar to the one in Benin is the 
INTERPRETANT- the sense made of the sign.  

 

 

DATUM 14 

 

MULTIMODAL TEXT TYPE: IMAGE    
TIME SPOTTED: 16:05  
The above image is a scene from the movie that shows Klau holding VIBRANIUM.  Vibranium 
is a natural recourse in Wakanda some of which were stolen by Klau. It symbolises African 
natural resource stolen by Colonial Masters. Vibranium is a SYMBOL because it has a 
conventional link to African Natural resource stolen during colonialism.  
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SEMIOSIS PROCESS 

Vibranium is the REPRESENTAMEN (Signifier) because it takes the form of the natural 
resource stolen by Colonial Masters. The natural resource that the Vibranium represents is the 
OBJECT. The idea that Vibranium represents the African natural resource stolen by the Colonial 
Masters is the INTERPRETANT; the sense made of the sign.  

DATUM 15 

 

MULTIMODAL TEXT TYPE: IMAGE    
TIME SPOTTED: 19:07  
The above image is a scene from the movie that shows a yellow and red ambulance. The colour 
of the ambulance is a SYMBOL. It is a symbol because it has a conventional link with it referent 
an emergency ambulance in the United Kingdom.  

SEMIOSIS PROCESS 

The colour of the ambulance is the REPRESENTAMEN because it takes the form of the sign an 
emergency ambulance. The emergency ambulance that the sign represents is the OBJECT. The 
idea that the yellow and red colour on the bus symbolises emergency ambulance is the 
INTERPRETANT; the sense made of the sign.  

 
DATUM 16 

     
MULTIMODAL TEXT TYPE: IMAGE    
TIME SPOTTED: 13:48  
This scene in the Movie shows T'Challa's mother welcoming her son back from a mission. The 
large disc on his mother's head is an ICON similar to Zulu culture won by married women and 
used for ceremonies. 
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 SEMIOSIS PROCESS 

The large disc on her head is the REPRESENTAMEN because it takes the form of the real Zulu 
cultural disc. The Zulu cultural disk worn by T'Challa's mother is the OBJECT. The idea that the 
disc won by the King's Mother stands for the Zulu cultural disc is the INTERPRETANT.  

 

DATUM 17 

 
MULTIMODAL TEXT TYPE: IMAGE    
TIME SPOTTED: 19:19  
 
The image here shows a statue of the animal Black Panther. The statue is an ICON because it 
resembles a real Panther.  

SEMIOSIS PROCESS 

The statue of the Panther shown above is the REPRESENTAMEN because it takes the form of 
an actual Black Panther. The real panther that the statue represents is the OBJECT. It is the 
object because it looks like the statue. The concept that the statue represents the real Black 
Panther is the INTERPRETANT the sense made of the sign. 

 
DATUM 18 

 
MULTIMODAL TEXT TYPE: IMAGE    
TIME SPOTTED:   
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The scene above shows Warriors of the Dora Milaje. They are responsible for protecting 
Wakanda at the time of war. Their appearance (red cloth and golden metal) is a SYMBOL of a 
warrior. It is a symbol because it has a conventional link to its referent (the warriors). 

SEMIOSIS PROCESS 

 Their appearance is the REPRESENTAMEN it takes the form of the sign (a warrior). The 
warrior that the cloths refer to is the OBJECT. The idea that the appearance represents a warrior 
is INTERPRETANT sense made of the sign. 

 
DATUM 19 

 

MULTIMODAL TEXT TYPE: IMAGE    
TIME SPOTTED: 21:05  
This scene shows Zuri, the chief priest of Wakanda during King T’Challa’s swearing. The cloth 
worn by Zuri is an ICON because it is similar to Agbada won in southern part of Nigeria. Even 
though it is not an Agbada, it certainly looks like one.  

SEMIOSIS PROCESS 

The cloth worn by Zuri is the Representamen because it takes the form of the sign. The Agbada 
that the cloth represents is the object. If someone looks at the cloth worn by Zuri and concludes 
that it resembles the one in southern Nigeria (Agbada); that is the sense made of the sign 
(Interpretant). Example of Agbada from northern Nigeria is seen in Appendix 2. 

DATUM 20 

 
MULTIMODAL TEXT TYPE: IMAGE AND SOUND    
TIME SPOTTED: 22:14  
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This scene shows the Merchant tribe presenting themselves during King T’Challa’s swear in. 
Their outfit is an ICON because it is similar to Duarak of Saharan Region. The Merchant tribe 
also wear veils and are traders like the Duarak of the Saharan Region.  

SEMIOSIS PROCESS 

The appearance of Merchant tribe is the REPRESENTAMEN because it takes the form of the 
sign. The Duarak outfit that the Merchant tribe represent is the OBJECT. The idea that the 
Merchant tribe's outfit is similar to that of the Duarak tribe is the INTERPRETANT. 

The outfit of the merchant tribe is also a SYMBOL of the Merchant tribe in the movie. They are 
seen wearing this outfit throughout the Movie.  

SEMIOSIS PROCESS 

The outfit is also the REPRESENTAMEN because it takes the form of the sign. The Merchant 
tribe that the outfit represent is the OBJECT. The idea that the outfit is meant to represent the 
tribe of the Merchant people is the INTERPRETANT.  

The Merchant Tribe also make a “Luu” sound. The sound is a SYMBOL showing the presence 
of the tribe. 

SEMIOSIS PROCESS 

The sound that the tribe makes is the REPRESENTAMEN. Their presence which the sound 
indicates to is the OBJECT. The opinion that the sound they make symbolises the tribe’s 
presence is the INTERPRETANT; the sense made of the sign.  

DATUM 21 

 

MULTIMODAL TEXT TYPE: IMAGE AND SOUND    
TIME SPOTTED: 22:20  
This scene shows the Border Tribe during the king’s swear in. They are in charge of guarding the 
border of Wakanda. They make sure no one enters Wakanda without their knowledge. Their 
appearance is an ICON because it is similar to the Baseto people in the Lesotho mountain of 
South Africa.  

SEMIOSIS PROCESS 
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 The appearance of Border tribe is the REPRESENTAMEN because it takes the form of the sign. 
The Baseto outfit that the Border tribe represent is the OBJECT. The idea that the Border tribe's 
outfit is similar to that of Baseto tribe is the INTERPRETANT.  

The outfit of the Border tribe is also a SYMBOL of the tribe in the Movie. They are seen 
wearing this outfit in the Movie. 

SEMIOSIS PROCESS 

The Border tribe’s outfit here is also the REPRESENTAMEN because it takes the form of the 
sign. The Border Tribe that the outfit represent is the OBJECT. The idea that the outfit is meant 
to represent the tribe of the Border people is the INTERPRETANT.  

The Border Tribe also make a “Haayi” sound. The sound is a SYMBOL that indicates the tribe’s 
presence. 

SEMIOSIS PROCESS 

The sound that the tribe makes is the REPRESENTAMEN. Their presence which the sound 
indicates to is the OBJECT. The opinion that sound symbolises the tribe’s presence is the 
INTERPRETANT; the sense made of the sign.  

DATUM 22 

 

MULTIMODAL TEXT TYPE: IMAGE AND SOUND   
TIME SPOTTED: 22:27  
This scene shows the River Tribe. The tribe is based on Siri and Mursi tribes in Ethiopia. They 
wore a lip disc to their mouth. It is an ICON because it has a similar to its referent (Siri and 
Mursi tribes in Ethiopia). The scene also shows the River Tribe wearing green cloth.  

SEMIOSIS PROCESS 

The appearance of the River Tribe is the REPRESENTAMEN because it takes the form of the 
sign. The Siri and Mursi tribes that the above tribe resemble are the OBJECT. The opinion that 
appearance of the River Tribe is similar to that of the Siri and Mursi tribes is the 
INTERPRETANT; the sense made of the sign.  

 

The River Tribe wore green cloths. The green cloth is a SYMBOL of the tribe.  
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SEMIOSIS PROCESS 

The green cloth is also the REPRESENTAMEN as it also takes the form of the sign. The tribe 
(River) that the cloth symbolises is the OBJECT. The opinion that cloth actually symbolises the 
River Tribe is the INTERPRETANT; the sense made of the sign.  

The River Tribe also make a “Wuha” sound. The sound is a SYMBOL showing their presence. 

SEMIOSIS PROCESS 

The sound that the River Tribe makes is the REPRESENTAMEN. Their presence which the 
sound indicates to is the OBJECT. The opinion that sound symbolises the tribe’s presence is the 
INTERPRETANT; the sense made of the sign.  

DATUM 23 

 

MULTIMODAL TEXT TYPE: IMAGE AND SOUND    
TIME SPOTTED:   
This is the Mining tribe during the king T’Challa’s swear in. They are in charge of mining 
Vibranium. Their look is similar to Obahimba tribe in northern Namibia which makes it an 
ICON.  

SEMIOSIS PROCESS 

The appearance of the Mining tribe is the REPRESENTAMEN because it takes the form of the 
sign. The Obahimba outfit that the Mining Tribe represents is the OBJECT. The interpretation 
that is obtained as a result of the outfit of the Mining tribe and its referent (Obahimba tribe) is the 
INTERPRETANT. 

The outfit and the colour red of the Mining tribe are SYMBOLS of the tribe in the Movie. They 
are seen wearing this red outfit throughout the Movie.  

SEMIOSIS PROCESS 

Their outfit is the REPRESENTAMEN because it takes the form of the sign. The tribe (Mining) 
that the outfit represent is the OBJECT. The idea that the outfit is meant to represent the tribe of 
the Mining people is the INTERPRETANT. 

In addition, the tribe also make a “Wuha” sound. The sound is a SYMBOL showing their 
presence.  
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SEMIOSIS PROCESS 

The sound that the tribe makes is the REPRESENTAMEN. Their presence which the sound 
indicates to is the OBJECT. The opinion that sound symbolises the tribe’s presence is the 
INTERPRETANT; the sense made of the sign.  

DATUM 24 

 

MULTIMODAL TEXT TYPE: IMAGE AND SOUND   
TIME SPOTTED: 23:26  
This scene shows leader of the Jabari Tribe, Mbaku. The tribe is one of the five tribes of 
Wakanda. They wear a Gorilla mask disc to their face and they are primitive in nature. The mask 
is a SYMBOL of gorilla to them in which they imitate.  

 SEMIOSIS PROCESS 

The mask of the Jabari Tribe is the REPRESENTAMEN because it takes the form of the sign. 
The gorilla that the above tribe represents is the OBJECT. The opinion that mask represents the 
gorilla which explains their primitive behaviour is the INTERPRETANT; the sense made of the 
sign.  

The scene also shows the Jabari Tribe making a “Huhuhu” sound. The sound is a SYMBOL of 
“aggression” to the tribe. They make that sound when someone makes them angry.  

SEMIOSIS PROCESS 

The sound that the tribe makes is the REPRESENTAMEN because it takes the form of the sign. 
Aggression that the sound refers to is the OBJECT. The opinion that the sound made by the Jabri 
tribe is a sign of aggression which makes them react aggressively to people is the 
INTERPRETANT; the sense made of the sign.  
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DATUM 25 

 

MULTIMODAL TEXT TYPE: IMAGE    
TIME SPOTTED: 35:01  
This is an image of an animated Rhino from the Movie. It is an ICON because it has a 
resemblance to its referent (a real Rhino). Even though it is not real, it certainly looks like one.  

SEMIOSIS PROCESS 

The animated Rhino in image is the REPRESENTAMEN (Signifier) because it takes the form of 
the real one. It looks like the real one but it is not. The real Rhino that the above one represents is 
the OBJECT; this is because the above Rhino is a referent of the real one. If a person looks at the 
animated Rhino in the image and saw it as the real Rhino; that is the INTERPRETANT; the 
sense made of the sign.  

DATUM 26 

 

MULTIMODAL TEXT TYPE: IMAGE    
TIME SPOTTED: 33:23  
This scene shows a hologram technology made by Wakandans. The light that comes out of the 
object is an INDEX because there is a close connection between the light which resulted into an 
image and the object made of Vibranium. The presence of the hologram (light) indicates the 
presence of the object.  
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SEMIOSIS PROCESS 

The light is the REPRESENTAMEN (Signifier) because it takes the form of the sign. The object 
that the light originates from is the OBJECT; this is because the hologram would not have 
existed without the object. The idea that hologram indicates the presence of the object 
(vibranium) is the sense made of the sign (INTERPRETANT).  

DATUM 27 

 

MULTIMODAL TEXT TYPE: IMAGE    
TIME SPOTTED: 1:59:08  
The above image is a scene from the movie that shows T’Challa wearing a cotton fabric around 
his neck. It is an ICON because it has a resemblance to its referent, Kante fabric from Ghana.  

SEMIOSIS PROCESS 

The cotton fabric worn by the king is the REPRESENTAMEN (Signifier) because it takes the 
form of the real fabric from Ghana. It looks like the real one but it is not. The real fabric that the 
above one represents is the OBJECT; this is because the above fabric is a referent of the real one 
in Ghana. If a person looks at the cotton fabric in the image and saw it as the one in Ghana; that 
is the INTERPRETANT; the sense made of the sign.  

DATUM 28 

 

MULTIMODAL TEXT TYPE: GESTURE    
TIME SPOTTED: 37:52   
The above image is a scene from the movie that shows Suri bending down to King T’Challa; a 
way of welcoming him as her new King. Bending with her hand half way up is a SYMBOL. It is 
a symbol because it a sign of respect to the King of Wakanda.  
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SEMIOSIS PROCESS 

The bending by Suri is the REPRESENTAMEN because it takes the form of the sign. Respect 
that the sign indicates to is the OBJECT. The opinion that Suri’s way of greeting is a sign of 
respect in Wakanda is the INTERPRETANT; the sense made of the sign.  

DATUM 29 

 

MULTIMODAL TEXT TYPE: GESTURE 
TIME SPOTTED: 37:56 
The above image is a scene from the movie that shows Suri and T’Challa crossing their hands. 
The hand crossing is a SYMBOL of greeting in Wakanda.  

SEMIOSIS PROCESS 

The hand crossing gesture is the REPRESENTAMEN because it takes the form of the sign. 
Greeting which the gesture represents is the OBJECT. The idea that the hand crossing in 
Wakanda is a sign of greeting is the INTERPRETANT; the sense made of the sign.     

DATUM 30 

 

MULTIMODAL TEXT TYPE: GESTURE AND SOUND    
TIME SPOTTED: 38:43 
This scene shows Suri surprised upon seeing T’Challa with a new shoe. The look on her face is 
an INDEX of surprise because there is a close connection between the look on her face and 
surprise. The presence of the look means the presence of surprise.  

 

 



International Academy Journal of Management, Marketing & Entrepreneurial Studies 

                                          asasubmitpaper@gmail.com                                                             93 
 

SEMIOSIS PROCESS 

Her mood is the REPRESENTAMEN (Signifier) because it takes the form of the sign. Surprise 
here is the OBJECT; this is because it would not have existed without her facial expression. The 
idea that her mood indicates that she is surprised by the king’s new shoe is the sense made of the 
sign (INTERPRETANT).  

DATUM 31 

 

MULTIMODAL TEXT TYPE: IMAGE AND SPEECH    
TIME SPOTTED: 38:50  
The above image is a scene from the movie that shows T’Challa, the king, wearing a new shoe. 
The shoe is an ICON because it has a resemblance to its referent (An African shoe usually worn 
in Nigeria). It certainly looks like the one in Nigeria.  

SEMIOSIS PROCESS 

The shoe in the image is the REPRESENTAMEN (Signifier) because it takes the form of a 
Nigerian shoe. The Nigerian shoe that the one above represents is the OBJECT; this is because 
the above shoe is a referent of the real one in Nigeria. If a person looks at the shoe in the image 
and saw it as the one in Nigeria; that is the INTERPRETANT; the sense made of the sign.  

In the same scene, Suri reminds her brother of their father’s story. She mentioned “Baba” instead 
of father. Baba here is an ICON similar to the way northern Nigerians name their father. 

SEMIOSIS PROCESS 

The name Baba mentioned by Suri in the Movie is the REPRESENTAMEN because it takes the 
form of the sign. The same “Baba” which refers to father in northern Nigeria is the OBJECT; the 
idea that the “Baba” in the movie is similar to the “Baba” in northern part of Nigeria is the sense 
made of the sign (INTERPRETANT). 

        From the analysis, the findings show that ICON is the most frequently used sign with thirty-
five (35) occurrences followed by SYMBOL with thirty-three (33) occurrences. INDEX is the 
least used sign in the Movie with only eleven (11) occurrences. The icons and symbols actually 
convey message to African and African American audience on the richness of African cultures 
and resources while the index signs make the Movie predictable for the audience. 
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DISCUSSION OF RESULTS                       
Below is a discussion of the data. Pierce’s types of signs: icon, symbol and index that were 
previously presented and analysed are discussed below.  

4.2.1 Types of Signs 

The three (3) types of signs that were found in the Movie are discussed below. Examples of the 
types of signs found in “Black Panther” are provided with data numbers they are taken from. 

4.2.1.1  Discussion of Icons in the Movie 

This is the most common type of sign in the Movie. It shows similarities between a sign and 
what it represents. The icons are used by Coogler (the writer and director of the movie) represent 
different African cultures such as tribes, sculptures, characters, cities among others. These are 
discussed below:   

Cities 

Wakanda is a fictional city. It is actually inspired by the great city of Lesotho, South Africa. 
According to Ryan Coogler some part of Wakanda are also inspired by the great Zimbabwe and 
also Ethiopia with so many similarities. Because of the similarities of Wakanda to these cities, 
Coogler’s ideas are therefore, communicated to the audience. Apart from African cities, other 
cities such as London, Oakland and Vienna that are seen in the Movie are icons; they actually 
represent real cities around the world. 

Wakanda is a good example of what an African country could be if colonialism didn't exist. It 
also shows that tradition and progress are the best way to achieve a healthy community. Oakland 
in the Movie, the city where Njobu was sent undercover has a represents the real Oakland, 
California in the United States of America. London where artefacts are displayed in the Movie 
represents the real London, capital of England. 

The United Nations building seen in the Movie also represents its referent the real United 
Nations building in Vienna, Austria. 

Art Craft 

 A scene in a London museum where a white woman wrongfully lectures Erik on African art 
crafts; Erik corrects her with the rightful information that the art crafts were stolen from Africa. 
This tells us what the White has stolen from us Blacks. The art crafts are Bobo Ashanti sculpture 
which represents the real Bobo Ashanti sculpture in Ghana, Benin mask which represents a mask 
of the Benin tribe and Vibranium which represents African natural resource stolen by Colonial 
Masters. 

Tribes   

There are five (5) Wakandan tribes in the Movie which contain different symbols and icons as 
seen in the analysis. The tribes are: 

a. Jabari Tribe (the mountain tribe): this is one of the five tribes of Wakanda. The tribe is headed 
by Mbaku. The people are primitive in nature. They isolate themselves from the other tribes 
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because they don't believe in technology. They turned their back on technology (vibrainium) to 
live in the mountains. They worship the gorilla god. They believe in their past traditions. They 
still pledge loyalty to Wakanda in the time of need even though they isolated themselves. An 
example of their loyalty is when T'challa was dethrone by Kilmonger and needs their help to take 
back Wakanda. “huuhuuhuu” is a symbol of anger for the Jabari tribe.  

b. The Border Tribe: they are in charge of guarding the border of Wakanda. Their leader is 
Wakabi, a close friend of T'challa. They make sure no one enters Wakanda without their 
knowledge. They are similar to the Baseto people in the Lesotho mountain of South Africa. Their 
lands are similar to that of Lesotho in South Africa.  

 c. The Mining Tribe: they are in charge of mining Wakanda’s most priced asset (Vibranium).  
Their look is similar to Obahimba tribe in northern Namibia. They are used to the hot desert 
climate.  

d. The Merchant Tribe: they are similar to Duarak of the Sahara region. Like the Ovahimba, they 
are used to the hot desert climate. They wear veils to protect themselves from the heat. They are 
mostly traders like the Merchant tribe. 

e. The River Tribe: they are also called the waterways of Wakanda. Their traditional colour is 
green. They wear crocodile skin. The tribe is based on Siri and Mursi tribes in Ethiopia. They 
wear a lip disc to their mouth. It is made of clay. It is associated to Africa. Although in the movie 
it is won by the river tribe elder a man, but it is won by women in the Siri tribe. The lip disc is 
given to women before marriage.   

Costumes 

The costumes which include icons and symbols in the Movie drew inspiration from many 
African tribes. T'Challa's mother wears large dicks on her head which is similar to the Zulu 
culture won by married women for ceremonies.  

The priest outfit is similar to Agbada in Nigeria. It is usually won for ceremonies and big 
occasions in Nigeria. These costumes won the Movie an academy award for best costume design 
and other several awards.  

The warriors of the Dorra Mallage wear golden rings (Inzila) around their necks. The Rings are 
iconic symbol of Andabili tribe of South African. It is only made for rich married women as a 
gift from their husbands. 

Scene (27) shows T’Challa wearing a cotton fabric around his neck. The fabric around 
T’Challa’s neck actually represents the Kante fabric from Ghana.  

Based on the above discussion, the signs in the Movie do not make any meaning on its own. 
They make meaning as a result the similarities to their referents (African cultures). The 
similarities therefore, make the audience to realise that they represent semiotic meaning.  

4.2.1.2  Discussion of Symbols in the Movie 

A symbol is the opposite of an icon. It shows a conventional link between the signifier and it’s 
signified. Like icon, a large number of symbols are realised in the Movie. These symbols 



International Academy Journal of Management, Marketing & Entrepreneurial Studies 

                                          asasubmitpaper@gmail.com                                                             96 
 

actually represent African characters, greetings, outfits among others. A discussion of some of 
the symbols is given below.  

Characters 

T'’Challa character symbolises Martin Luther King Junior with his philosophy of non-violence in 
achieving Black’s freedom. This is seen throughout the movie as he treats all Wakandans equally 
and peacefully.  

Erik Killmonger character on the other hand, is a symbol of Malcolm X’s violence philosophy. 
Malcolm X philosophy inspired the Black Panther in United State. Erik’s violent philosophy is 
obvious with the way he treats the women of Wakanda during his shot reign as king.   

Klaw’s character is a symbol of a white man’s dominance. His character symbolises dominant 
white man in South Africa during Apartheid where injustice between Black and White exist.  

Dora Milage: They are the warriors of Wakanda. Wakanda is strong because of them. They 
symbolises the strength of Wakanda. 

Shuri: She is the smartest person in Wakanda. Like Shuri, African women are also intelligent. 
Shuri symbolises intelligent African women. 

Okoye: Okoye, a Wakandan warrior is forced to wear a wig; it makes her feels uncomfortable 
and she gets it off her; it is dishonour for her to cover her hair.  

Another instance of symbolism among the characters is seen in T’Challa’s visit to his ancestors 
where he met them all, but when Killmonger visits his father, he saw his father in their own 
apartment in the United States cut off from their ancestors.  

Additionally, Killmonger’s last word before he died is also symbolic. “Bury me in the ocean like 
my ancestors that jumped from ships because they knew death was better than bondage” - Erik 
killmonger. This shows that Erik sees slaves as his ancestors rather than the African American.  

Scene (29) shows Shuri and T’Challa crossing their hands. The hand crossing is a SYMBOL of 
greeting in Wakanda.  

In scene (31), Shuri reminds her brother of their father’s story. She mentioned “Baba” instead of 
father. Baba here is an ICON similar to the way northern Nigerians name their father. 

In the last scene of the Movie, T’Challa smiles knowingly when asked on what Wakanda can 
offer to United Nations; this symbolises that an African country can offer more than the rest of 
the world could imagine. 

It is obvious that these signs have a conventional link to many African cultures. The 
conventional link is as a result of the signs being used several times. Their frequent usage makes 
the audience to realise that they represent semiotic meaning. 
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Discussion of Index in the Movie 

An index is a signifier that shows close association to its signified. It describes the connection 
between the signifier and the signified. Some of these index signs that represent semiotic 
meaning to the audience are discussed/shown as follows: 
 
Scene (3) shows a young Zuri, the priest of Wakanda trying to open the door after someone 
having knocked the door. The knocking (index) shows that someone is at the door.   

Scene (7) shows a dog barking at the Black Panther, T’Challa, in Sambisa forest, Nigeria. The 
barking (index) of the dog indicates the presence of the dog.  

Scene (26) shows a hologram technology made by Wakandans. The hologram (index) that comes 
out of the object leads to the presence of the image.  

It is obvious that the index signs are straightforward way of creating meaning to the audience. 
They represent semiotic meaning by making some scenes in the Movie more predictable for the 
audience because of the close connection between the signifier and its signified. For example, 
smoke indicates the presence of fire, a knock at the door indicates that someone is at the door. 

CONCLUSION                                          
Based on the findings, it is obvious that the Movie draws inspiration from real-life sources and 
captures history and black culture of the real world in the form of signs. The signs (icons and 
symbols) found are predominantly representation of diverse African cultures, tribes, sculptures 
and resource from Nigeria, Ethiopia, Benin, Ghana among others. The index signs on the other 
hand, make some scenes in the Movie predictable for the audience; for example, the presence of 
“smoke” in the Movie implies the presence of “fire”. It is not a coincidence that many of the 
signs in the Movie show similarities or has a conventional link to many African cultures in real 
life; the signs are actually made to convey message to the audience, especially African and 
African American audience on the richness of African cultures and resources as opposed to the 
World’s degrading views. The similarities and conventional link to the African cultures make the 
Movie appealing to the audience and successful, thence, grossing over one billion United States 
dollars worldwide.  
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INTRODUCTION 
Evaluating earnings quality is an important work of financial analysis and evaluation. 
Contextualizing the analysis can be done not only through business models, management 

Abstract: The study examined the impact of firms determinants on earnings quality of  consumer 
manufacturing firms in Sub-Saharan countries. The secondary data was collected from 20  
consumer firms listed on the Nigerian  Stock Exchange, Ghana Stock Exchange and Kenya 
Stock Exchange over a period of 2010-2019 from their annual reports. The study used a panel 
data  and a descriptive research design where a population of 40 consumer firms and 20 
sampled firms was tested. The study used earnings quality proxies :discretionary accruals and 
income smoothing as dependent variables  and firm characteristics, corporate ,governance and 
ownership control, firm performance, capital market control , auditors control and liquidity as 
independent variables. The residuals from the modified Jones model by Dechow et al 1995  was 
used to proxy earnings quality. The research work was tested using Hausman effect, descriptive 
statistics, multiple regression analysis ,correlation coefficient. The results of the study showed 
that firm performance, firm characteristics,  liquidity and  capital market  has a positive and 
significant relationship on earning quality. Governance, ownership and control   and auditors 
control has positive and insignificant  effect on earnings quality of sub-Saharan countries. The 
study concludes that firm determinants have positive effect on the level of earnings quality 
management. The findings of the study showed that firm performance, firm characteristics has 
significant effects while others showed insignificant effects. The study recommends that 
management of   consumer manufacturing  firms in Sub-Saharan countries  should formulate 
policy that will be geared toward enhancing earnings quality management. The study also 
recommends that management should increase the performance of capital market instrument to 
improve the market value of the manufacturing companies . Management in their drive to 
increase to enhance earnings quality should increase and improve firm characteristics and also 
should formulate  policy that will be geared towards enhancing earnings quality in Sub-Saharan 
Countries. 
 
Keywords: firms determinants, earnings quality, Governance, Ownership, capital market 
incentives 
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incentives ,ability to manipulate earnings but also through non- financial indicators of earnings 
sustainability (Nissin, 2021). The concept of earnings quality has brought about a serious 
concerns among managers, financial regulators , investors, other market participants and 
researchers.  Managers are concerned about reaching the forecast by maintaining sustainable 
growth of companies. Analysts are interested in knowing the best measure of quality of  earnings 
to maximize profit. Earnings quality is an important part of financial reporting as contained in 
the obtained companies earnings. This happens because investors are going to buy the future 
earnings from the  current year reported by the managers. This concept has become a point of 
concern due to the series of corporate failures on both developed and developing economies.  It 
has  led to doubts in the minds of stakeholders on the credibility and reliability of financial 
report.   
 
The financial statement is a good indicator that shows if earnings quality management are 
practiced by managers of firms or not.  All information about enterprise earnings are included in 
the financial statement. It is also the better way of measuring the companies performance as well 
as other measurements such as return on investment and earnings per share. The earnings 
information resulted  from the  discretionary accrual is closely related to earnings quality( 
Dechow & Dichew, 2002) which are very  influencing to the users of financial statement such as 
creditors, investors which use it as basis of investment and contracting decisions. The contracting  
decisions in relation to quality of earnings can be used to make decisions that relates to corporate 
governance control and determine manager's  performance compensation. The earnings 
management of the firms may be manipulated by the managers of the firms to show impressions 
of smooth annual earnings by giving high profit for the fiscal year at the expense of the future 
earnings to lower the current earnings in order to produce a higher earnings in the future in that 
case mislead the users of information.(Ronen & Yaari,2008). 
 
 The preparation of misleading report may be as a result of  higher demand of return by 
shareholders on their investment, the desire to maintain a  giant corporate status in the eyes of the 
business community, competitiveness and also the demand of company's insiders (Shehu,2012).   
This can lead to insolvency on  part of the firm. When a firm cannot maintain its financial  
solvency , it becomes unhealthy and it can lead to business failure (Wu, 2010). In the  world this  
year , one main issue that remains on the frontier  is how to build investors confidence in the 
domestic economy through corporate and financial reports .Current global trend indicates the 
anxiety for the examination into the practice of earnings manoeuvre, which  has become ignored  
following  the current global trend of corporate failures that have fallen  large organizations such 
as  Health South, Global Crossing, Parmalat, Hollinger, Adecco, TV Azetca, Enron, World com 
And Tyco (Uwuigbe, 2013 ;Sayari et al ,2013).   The tragic collapse and scandals of giant firms 
inarguably stemmed from earning window dressing due to fraudulent practices by corporate 
managers. This phenomenon has led to heated debate among regulators, financial analysts and 
researchers to find a solution to the unprecedented corporate failures. The Cadbury  Nigeria Plc 
scandal in 2006 was tagged the Nigeria version of Enron corporation  scandal. The Chief 
executive officer they overstated the financial statement  of  number of years(2002-2005) up to 
$122Millions(₦15M) in   order to exceed ad get to growth targets which affected the companies 
affiliates worldwide (This Day Live,2012).It shows the information management to assess the 
extent of firms performance.  The health of a manufacturing companies depends  on  the ability 
to achieve profit and maintain financial solvency.   
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Earnings quality management is the deliberate action of the managers of the firms to manipulate 
its financial report in other to achieve their aims. Earnings or profit are a central part  of financial 
statement that help a  large  number of stakeholders or users of accounting of information to 
evaluate firm performance. Earnings serve as a basic  determinant of dividend policy, investment 
decision as well as a main  measure of a firm's performance , an effective criteria on stock 
pricing and eventually an instrument utilized to make predictions(Mohammady, 2012).  
Panyam(2013)  further explained  that earnings quality is one of the most important 
characteristics of financial reporting  system. Earnings quality is an essential part of financial 
report  as contained in the obtained companies earnings. This is as a result of the investors going 
to buy earnings of the current years reported by the companies. This means that high quality 
earnings information is a sign for reducing the information risk ( Armstrong et al 2011) . High 
quality is believed to  improve capital market efficiency, therefore investors and other users 
should be interested in high- quality of  corporate performance.  Earning quality involves ways  
in which  management  manipulate reported earnings using certain accounting  method , creative 
methods or changing methods, recognizing non-recurring items and short term earnings. Earning 
quality are done through financial statement. or financial report. Earnings quality is the honest 
expression of the reported profit. It is the way to represent earnings to show a picture about the 
companies and that it will continue in the future( Salawu, 2017).  Earnings quality management 
is an attempt to manipulate profits to achieve certain aims as targeted by management by 
smoothing the actual income ending up with fixed gains. 
 
1.2 Statement of the problem 
How  is firms performance related to earnings quality is one of the problem that  will lead to the 
study. How is earning quality related to performance that has been a question of how firm 
performance affects earning quality of manufacturing companies in Sub-Saharan countries. 
Problems of earnings quality is very high especially in developing countries (Dyreng et al,2011). 
Since the capital market is at the growth stage  firm may want to register to acquire the public 
funding there are possibilities of earnings management  in order to attract investors to buy the 
shares. 
Problems of  corporate governance ,ownership and control is that many firms may not comply 
with corporate governance requirements. Corporate governance requires high disclosure 
especially on management and directors.   Some studies Okiro(2014) on capital market of Kenya 
,Tanzania and Uganda stated that significant relationship between corporate governance and 
performance showed that  financial  disclosure is very necessary for performance and reducing 
earnings management activities of the firms. Patrick et al (2014) on corporate governance 
reported that some companies do not comply with corporate governance requirement . Financial 
scandals and corporate mismanagement and the collapse of  some multinational corporations 
were found to be as a result of unethical accounting and earnings manipulations ( Hussain & 
Guang,2015).   
 
Since there has been a lot of problems inherent in firms characteristics  that has affected earnings 
quality management.  Ahmed, (2012), Laura et al (2013), Uweigbe et al (2015) has tried to 
analyze the relationship between firm characteristics and earnings quality. The areas affected 
will  be discussed under the following : 
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Leverage is a commonly determinants of earnings quality. The problem is can high leverage be 
an indication of low performance in companies in Sub-Saharan countries. High leverage is an 
indication that a firm is close to debt covenant violation and could manipulate financial statement 
to avoid debt covenant violation. There is no extant literature that have come to a conclusion on 
amount to which leverage affects earnings quality. The question is to what extent does leverage 
affects earnings quality in manufacturing companies' in Nigeria and Ghana. Hashen (2011) 
Oluwoekere (2016) stated that high leverage signifies that a firm is close to debt violation or 
manipulation and could manipulate from them 
 
Problem of firms size and how it affects  earnings quality is a concern. Ahmed (2012) related 
firm size to agency costs. As firms size increases agency costs is expected to rise or increase. It 
gives room for greater managerial discretion (Isah, 2017). Lesile, & Okoeguale (2013), Hussain 
et al (2014), Chalaki Dider and Riahinezhard (2012) stated that larger firms attract a large 
number of supplier customer which requires high demand for information resulting to higher 
earnings quality. Therefore the study seeks to address the question . Does firm size affects 
earnings quality. 
 
Liquidity is ability of firm to take care of short term debt obligations, many firms’ lack 
incentives to manipulate earnings. Liquidity is identified as one of the major factors that has led 
to companies failure. However, the question that researcher still need to answer is how does 
liquidity affect the earnings quality of companies in Nigeria. In this regard, virtually  all firms 
use earnings management techniques to present results in a particular light (that is overstate or 
understate their true profitability or financial condition).The challenges  therefore is identify 
companies that significantly misstate their true profitability by aggressive accounting. It should 
be noted that not all earnings problems are intentional acts by management.    
 
1.3 Objectives of the study. 
The main objective of the study is to examine the effect of firm determinants on earnings quality 
management of listed companies in Sub-Saharan Africa. The specific objectives include:  
1. Examine the  effect of firm performance on earning quality management  of listed companies 

in  Sub-Saharan Africa. 
2.  Investigate the effect of firm characteristics  on earning quality management of listed 

companies in Sub-Saharan Africa.. 
3. Appraise the effect of  Governance, Ownership and control on earning quality management 

of listed companies in Sub-Saharan Africa..  
4. Ascertain the effect of auditors control  on earning quality management  of listed companies 

in Sub-Saharan Africa.. 
5. Examine the effect of capital market incentives on earning quality management of listed 

companies in Sub-Saharan Africa.. 
6. Examine the effect of liquidity on earning quality management of listed companies in Sub-

Saharan Africa. 
 

1.4 Statement of Research Questions 

The following research questions  guide this study:  
1.To what extent does firm performance affect the earnings quality management  of listed 
companies in Sub-Saharan Africa?  
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2. Does firm characteristics affect the earning quality management of listed companies in 
Sub-Saharan Africa? 
3.To what extent does governance, ownership and control affect earnings quality 
management of listed companies in Sub-Saharan Africa?  
4.In what ways does auditors control affect earnings quality management of listed companies 
in Sub-Saharan Africa?  
5.To what extent does capital market incentives affect earnings quality of listed companies 
Sub-Saharan Africa? 
6.Does  liquidity affect earnings quality of listed companies Sub-Saharan Africa?  
 
1.5 Research  hypotheses 
The following are the null hypotheses formulated for the study 

      HO1: Firm performance has no significant effect on earnings quality management of listed 
companies in Sub-Saharan Africa. 

HO2: Firm characteristics has no significant effect on earnings quality management of listed 
companies in Sub-Saharan Africa. 
HO3: Governance and control has no significant effect on earnings quality management of 
listed companies in Sub-Saharan Africa. 
HO4: Auditors control has no significant effect on earnings quality management of listed 
companies in Sub-Saharan Africa. 
HO5: Capital market has no significant effect on earnings quality management of listed 
companies in Sub-Saharan Africa. 
HO6: Liquidity will have no significant effect on earnings quality management of listed  
companies in Sub-Saharan Africa. 
 

1.7 Scope of the study 
Periodic scope: This study   focused on the  impact of firms' determinants and earnings  quality 
management in manufacturing firms quoted in stock exchange in Sub-Saharan countries between 
2010  and 2019. The period under consideration is for ten years . 
Content scope: The  variables  used are: Firms characteristics( firm growth, firm size, firm debt 
or leverage), Governance , ownership  and controls( board of directors size, managerial 
ownership ,equity compensation); Auditors (auditors size and auditor fees); Liquidity ( current 
assets and quick assets); Firms performance(return on assets, return on investment and earnings 
per share) and Capital market incentives(  turnover,  capital incentives and executive 
compensation). 
Sector scope: There are so many sectors they include  consumer goods, Financials, consumer 
services, Industrials, utilities, oil and gas. The   sector will be considering in this study  is the 
consumer goods sector. The companies in Nigeria consumer goods sector  are ; Nigeria:  PZ 
Cussons limited,  UAC, Nestle limited, Vitafoam Nigeria limited, Flour mills Nigeria limited, 
Cadbury Nigeria limited, WAMCO Friesland , Ghana :  Cocoa processing company, Fan milk 
limited,  Benson oil processing limited, PZ Cussons limited and Tullow limited. Kenya: Mumais  
sugar company, Kakuzi Tea, Kapchuora Tea, Limuru tea, Unga group, williamson Tea company, 
and Kenya orchard.  
Geographical scope:   
Those companies  were quoted in; Nigeria, Ghana, Liberia, Kenya, 
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These companies were selected for the comparative analysis because they have the three biggest 
stock exchanges in Sub-Saharan countries. 
         
REVIEW OF RELATED LITERATURE 
2.1 Theoretical Review 
 
2.1.1 Stewardship theory 
Stewardship theory as propounded by Friedman (1970), states that directors have to fulfill their 
duties towards the shareholders and also that directors are trustworthy.  It ensures that the main 
goals of the firms are achieved by the managers through completion of hard tasks. The directors 
need  and also desires respect from friends  and their bosses to perform their duties effectively. 
The stewardship theory when compared with agency theory shows that managers act as the 
steward who controls all the activities  of the firms to ensure that financial performance are is 
well enhanced(Daily et al.2003). 
 
2.1.2 Resources Dependency Theory 
Resources dependency theory was developed by Pfeffer(1973) and Pfeffer and Salanick (1978). 
The theory explains the ability of the firms to use its resources in the attainment of its objectives 
(Flore,2007). Its study was based on internal resources of the firms rather  on external 
environment surrounding the firm. The resources are the primary determinants of its 
performance and may contribute to its competitiveness advantage. (Tokudo, 2005). Barney 
(1991) ,the concept of resources dependency stated that they may include all accounting 
capabilities, firm attributes,  governance and control such as  board characteristics, managerial 
ownership, equity compensation and capital incentives. the resources dependency theory was 
originally formulated to show relationship between firms and their individual structures . 
Earnings quality preferred to suggest the effective way to involve corporate governance that can 
lead to generation of resources. Board of directors for instance help firms through providing of 
expertise and linkage to firms and institutions to encourage better value for the firms. The board 
can be human or social capital . Human capital can be director's  advice or resources which is 
also known as board capital.(Dalton et al.,1998 Pfeffer ,1992). 

Firm performance variables have an impact on the quality of the report  of financial report which 
helps the managers in exercising accounting discretionary in an efficient manner, thereby 
maximizing their value. It highlights the responsibilities of the board of directors to get resources 
that will eventual increase their performance and for them to achieve their stated goals and 
objectives. Farooqi and Ngo(2014) there are four categories of directors of a company. They 
include experts in business( those people that provide advice for business growth), insiders ( the 
executives either former or current members), specialists (such as insurance company, lawyers) 
and the community at large( university faculty and the social or community 
organization.).Elizabeth and Elliot (2014) said that external directors play  a major role in the 
firm because they monitor and control the activities of the board, The theory is based on the 
background that firm's directors advice are greatly  relied upon . 

2.1.3.Signalling Theory 

The signaling theory was propounded by Spencer (1978). It explain the asymmetrical 
information available to the firm. The theory shows the presence of asymmetric information  to 
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be sent to the market.(Ross,1977). Market efficiency means that investors are rational at any 
given time (Fanma, 1970). The product of the information asymmetry between management and 
owners can make the managers to select the account strategies that help  know the true worth of 
the company. Managers can take discretionary action to manipulate earnings so as to show 
favourable  or unfavourable information of the financial market, Salu ,(2010) states that in order 
to manage reported earnings of the company ,the company might shift in business  which are 
discretionary from actual cashflow.  Earnings management might signal to investors  that there 
may be rise in earnings and cashflows in the future.  Sun and Rath (2008) the management of a 
company my involve in earnings management  so as to signal their performance .Signalling 
theory exposes the managers edit and change in earnings to show the companies information and 
prospects based  on increasing earnings  to attract more investors.(Connelly et al., 2011).  
  
2.2 Empirical Studies 

Adeleye (2020) examined the relationship between firm characteristics and earnings quality of 
quoted manufacturing firms in Nigeria. The study used annual data from 2011 to 2018 of six 
manufacturing firms (Livestock PLC, May and Baker PLC, AG Leventis PLC, Nestle Nigeria 
PLC, Nigeria Bottling Company and Champions Brewery). Panel data analysis was adopted and 
Hausman Test was used to determine which of the appropriate method to adopt for the analysis. 
The study found a positive and significant relationship between firm characteristics (measured by 
return on asset and current ratio) and earnings quality (measured by persistence). The study 
recommended that Manufacturing firms may choose to go for more debt especially where the 
interest rate is considerably low and also increase their liquidity asset and turnover as it has been 
found empirically so as to enhance the quality of firms reported earnings. 
 
Aguguom, Akintoye,  & Salawu, (2018). examined the trend and impact of earnings quality on 
the financial performance of firms from the perspective of accounting information usefulness, 
aimed at resolving a missing link between current and expected firm performance, due to 
existing gap between managers and investors on information asymmetry and opportunistic 
earnings tendencies, in improving managerial and investment decisions and forecast abilities of 
the analysts towards increasing the level of earning quality and firm performance. The study 
proposed accounting-based earnings quality measures of accruals quality (AQ), earnings 
persistence (EPERS), earnings predictability (EPRED) and earnings smoothness (ESMOTH) as 
proxies to measure earnings quality and Tobin's Q to measure firm financial performance. 
Asampled of 51 firms listed on the Nigerian Stock Exchange over the period of 2000-2016 were 
purposively selected. Panel data were extracted from the audited published financial statements. 
Descriptive and inferential statistics were used for the specified models. The findings revealed 
that earnings quality proxies jointly had a positive significant effect on the financial performance 
of the firms. Individual coefficient estimate of each of the variables revealed that AQ, EPRED 
and ESMOTH each had negative effect on Tobin's Q, while EPERS had a positive significant 
effect on Tobin's Q. The study recommended that analysts, investors, policy makers and other 
stakeholders should pay attention to the earnings consistency of time-series behavioral pattern of 
earnings as measured by predictability and persistence as a guide in managerial and investment 
decisions and forecasting of future earnings. 
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Olaoye, & Adewumi, (2020) examined the impact of corporate governance on earnings quality 
in listed firms in Nigeria. The specific objective is to investigate the effect of board size, board 
independence and board gender diversity on earnings quality. This study was carried out with 
secondary data retrieved from corporate annual reports of the sampled companies and the data 
was analysed using panel regression on a sample of 37 quoted manufacturing companies for the 
period 2011-2017. On the overall, the result reveals that Board size, board independence and 
board gender diversity used for measuring corporate governance show significant impact on 
earnings quality. In addition, corporate governance variables appear to be quite sensitive to the 
measure of earnings quality used. Based on the findings, the study recommends the need for 
comprehensive evaluation of corporate governance systems of companies. The study 
recommends the need for more level of board independence. The diversity issue though is 
gaining momentum in corporate governance literature can still be regarded as not as dominant as 
compared to others especially as it relates to protecting shareholder rights and framing dividend 
policy. The significance of the variable nevertheless suggests that companies should thrive to 
achieve an appropriate diversity mix 

Ado, Norfadzilah, .Mustapha, & Ademola, (2020). explored the financial determinants of 
Earnings Management and the profitability of listed companies in Nigeria. The objective is to 
investigate the level of financial determinants of Earnings Management on the profitability of 
compan ies. This study employed a panel data approach on 84 listed companies on the NSE with 
756 firm-year observations for the period 2010-2018 financial years. The study employs a 
secondary method to retrieve data from annual statement of listed companies and Thompson 
Reuters DataStream. The data is analysed with the using multiple regression to examine the 
model. The current study reveals that earnings ability shows a significant and positively related 
to the profitability, which was measured using ROA. This result from this study indicates that the 
more the earnings ability of a company, the profitability of the listed companies in Nigeria will 
increase. Financia l structure ability shows a significant negative association with the ROA. This 
further indicates that any increase in financial structure ability, profitability of listed companies 
in Nigeria will also increase in the same value. Furthermore, the statistical results offer evidence 
that non-financial factor is positively and significantly associated with the ROA. This implies 
that a percentage increase in non-financial factor will result in the increase of profitability of 
listed companies in Nigeria. The result also indicates that companies that engaged in financial 
determinants of Earnings Management are also seen to be more profitable. Overall, this present 
study explains the connection between the financial determinants of earnings management and 
the profitability of listed companies in Nigeria 

 
Omoye, & Eriki, (2014).examined corporate governance determinants of earnings management: 
evidence from Nigerian quoted companies. A sample of 130 companies were drawn from quoted 
companies on the Nigerian stock exchange over the period of 2005 to 2010 and to identify the 
unique firm’s corporate governance characteristics and control variables that influence firms’ 
decision to engage in earnings management, we conducted descriptive statistics, correlation 
matrix, diagnostic test and binary regressions analyses of the data. The study revealed that, 
quoted companies in Nigeria prefer to use high earnings management practices; Board  
independence had a positive and significant influence on the probability of Nigerian companies 
adopting absolute high earnings management, Audit committee independence had a negative and 
significant influence on the probability of Nigerian companies adopting absolute high earnings 
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management, Board gender representation had a negative and significant influence on the  
probability of Nigerian firms adopting absolute high earnings management and Also Board size 
and CEO shareholding were found to be statistically not significant in influencing the likelihood 
of Nigerian quoted companies adopting high earnings management levels. The control variables; 
firm size, auditors type and industry class were found to be positive and statistically  
significant in determining absolute high earnings management levels of Nigeria quoted 
companies.. This study recommended that stakeholders in quoted companies in Nigeria should 
promote sound audit independence, intensify the independence of board composition and 
encourage more female representation on the board 

METHODOLOGY 

3.1 Research Design. 
The research work  adopted Ex-Post Facto research  Design .The  secondary data used was  
sourced  from the annual financial reports of the selected firms Nigeria Stock Exchange, Ghana 
stock exchange  and  Kenya  stock exchange website from period of 2011-2019. The researcher  
used a panel data for  twenty quoted  manufacturing companies over ten(10) years.     
 
3.2 Area of the study 
The  study was conducted  using listed firms on consumer  goods sector of countries in Sub-
Saharan countries  for a period of  2010-2019.The listed firms consists  of several sectors 
classified using the Global Sector classification Index (GICS). The Global Sector Classification 
Index (GICS) classified all listed firms into eleven (11) sectors, twenty-four (24) sub sector 
group and sixty- eight sub industries (68). The companies to be used were those quoted under the 
consumer goods sector.  
 
3.3 Sources of  Data 
The study utilized the  secondary data . The data for our variables were sourced from the annual 
financial reports of all the companies selected for the study. The data collected  covered period 
of ten years between 2010-2019. 
 
3.4 Population of the study 
The total population of this study was  all consumer goods companies quoted on the floor of 
Nigeria Stock Exchange Market ,Ghana stock exchange market and Kenya  stock exchange 
market. The  Nigeria stock exchange has a total of  twenty (20) consumer goods companies as at 
December, 2019, in line with Global Sector Classification Index(GICS) , The Ghana stock 
exchange has a total of eight(8) quoted consumer goods companies  as at December, 2019, in 
line with Global Sector Classification Index(GICS). The Kenya stock exchange   has twenty(12) 
quoted consumer goods companies as at December, 2019, in line with Global Sector 
Classification Index(GICS) . The total population of  the study consists population is  forty( 40) . 
Those consumer goods are the population of the study.  The comprehensive list  of firms are 
shown on appendix 1.       
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Table1:  showing population of the countries under study. 
   
Sector Name of country Total number of  population of 

 consumer  goods companies  

Consumer Nigeria  Twenty(20) 
Consumer Ghana Eight (8) 
Consumer Kenya Twelve  (12) 

Total  Forty(40) 
 
3.5  Sample Size  
The sample size of the study is twenty (20) Consumer goods companies listed in the  Nigeria, 
Ghana and Kenya stock exchange. The total of the sample size was divided thus, sample  size of   
eight(8) consumer goods  companies quoted in  Nigeria Stock Exchange Market , Five(5) 
consumer goods  companies quoted in Ghana stock exchange and seven (7) consumer goods  
companies quoted in Kenya stock exchange was selected. The sample is based on the  
availability and accessibility  of corporate annual reports of the companies under study. 
 
3.6  Method of data analysis 
 
3.6.1 Statistical tools: Data was analyzed using ordinary least square and Descriptive statistics . 
The descriptive statistics was used to evaluate the characteristics of the data: Mean, maximum, 
minimum, and standard deviation and the test for normality of the data. The correlation analysis 
was used to test the relationship between the variables and to check for multi- co linearity 
.Diagnostics test was also carried to ascertain the normality of the data, test for multi-colinerality 
using  variance inflation factor analysis. 
 
3.6.2 Country specific analysis: There are differences in the legal and other policies ruling in 
the stock exchange  and individual companies in Sub-Saharan countries. In other words the 
quoted countries differ across  the countries selected in terms of their nature of business, risk 
profile and degrees of operations. The study carried analysis in country by country in other to 
capture their specific uniqueness. The study also considers such differences which may impair 
our estimation  process and generalization.    
 
3.6.3 Interaction analysis: The study carried out interaction analysis to select the best variables 
that reduces earnings quality management of the firms. 
Panel regression  analysis: The study used panel data as it considers the cross sectional and 
time series nature of data used. The panel data analysis of the model uses Hausmann effect test to 
select random or fixed effect statistical significance test (t-test) and the overall statistical 
significance test R-squared(adjusted) while the goodness of fit of the model was tested using the 
F-statistics.. The estimation result would be evaluated based on individual 
 
3.6.4 Fixed effects and Random Effects Test model (FEM) 
Variables measurement Fixed panel effects are conducted when the same individual or entities 
are observed for each period when there is heterogeneity or individual effect which may or may 
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not observed. The fixed effects model can be used to control the unobserved characteristics. The 
Hausman's specification test in panel model was conducted for fixed and random effects models. 
 
3.6.5  Diagnostic test: The descriptive statistics was used to evaluate the characteristics of the 
data: Mean, maximum, minimum, and standard deviation and the test for normality of the data. 
The correlation analysis was used to test the relationship between the variables and to check for 
multi- co linearity . The Jarques - Bera was used test the data.  
 
3.7 Model Specification and justification 
The study will use the annual data for the period of 2008-2017, which shall be collected from 
twenty manufacturing companies in Nigeria ,Kenya and Ghana. The following model was 
specified for this study, first is the model in its functional form:  
 
3.8. Autocorrelation: The study was autocorrelated among themselves. The data among the 
countries of the sub-saharan African countries was aggregated and common currency the Dollar 
($) was used to compute each of the analysis. That is Nigeria, Kenya, Ghana currency was 
equated to its equivalence in dollar respectively.  
 
Model 1:- Smoothness model 
It examined the impact of firms determinants on smoothness of manufacturing companies quoted 
in the West Africa.  The model assumes dependent variable is  a linear function of the 
independent variables with consideration to heterogeneity in the pooled companies.   
The model is expressed as follows 
SMT=  ƒ (FP, FC,CGOV,AUD, CMKT,LIQ)-----------------------------------5 
This is econometrically expressed as: 
SMTit  =  Co+ C1FPit  + C2FCit + C3CGOVit + C4AUDit + C5MKTit + C6LIQ it+ εit---
--- 6 
Where:-  
SMT= Smoothness 
FP= Firm performance 
FC = Firm characteristics 
CGOV= Corporate Governance 
AUD = Auditors Control 
CMKT = Capital Market Incentives 
LIQ = Liquidity 
Co= Constant 
C1-C6 = is the coefficient of the regression equation 
e = error terms 
i= is the cross section of Firms used  
t = Years. 
 
Model 2: Discretionary accrual.  
Model 2 examined the effect of firm determinants on the discretionary accrual of manufacturing 
companies quoted in the West Africa. The model assumes dependent variable is a linear function 
of the independent variables with considerations to the heterogeneity of the pooled companies . 
The model is expressed as follows:  
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DCA=  ƒ (FP, FC,CGOV,AUD, CMKT,LIQ)-------------------------------7 
DCAit =µo+ µ1FPit  + µ1FCit + µ1CGOVit + µ1AUDit + µ1MKTit +µ1LIQ it+ εit---8 
Where:-  
DCA = Discretionary accrual 
FP= Firm performance 
FC = Firm characteristics 
CGOV= Corporate Governance 
AUD = Auditors Control 
CMKT = Capital Market Incentives 
LIQ = Liquidity 
Co= Constant 
C1-C6 = is the coefficient of the regression equation 
e = error terms 
i= is the cross section of Firms used  
t = Years. 
 
Summary of  accrual models used to test the variables 
A variety of models have been used to measure discretionary accruals. The research models will 
be used to test the hypotheses presented  The quality of the models varies according to the nature 
of earnings management and its calculations and estimation. 
 
1. Healy Model 
This is the model used to measure the  level of earnings quality management. Healy model used 
discretionary and non- discretionary accrual as a proxy  to determine if earnings quality is carried 
out in the period which it happened and also in the estimation period  when no earnings quality 
management occurred. 
The non-discretionary accruals are = 
NDA=  ∑rTAt 

                       T 
Where:  
NDAt= Estimated non-discretionary accruals. 
TAt= Total accruals scaled  by total assets. 
r=  A year subscript for a year i the event 
T=  A year subscript for years included in the estimation period. 
 
2.  The DeAngelo Model: 
De Angelo (1986) model of non-discretionary accruals assume total accrual as non-discretionary 
Non-discretionary Accruals t= Total Accrual(t-1) 
                                                Total Assets 

3. The Jones Model. 
Jones (1991)propounded  a model for non-discretionary total accruals which are controlled by 
changing  conditions of the firms such as property, plant and equipment, revenue and total assets. 
Accruals is regarded as a function of revenue growth. the changes in revenue was included as  
the measure of the firms' operation 
The formula given as : 
NDAt =α(1/At-1) +α2(∆REVt/At-1) +α3(PPEt/At-1) 
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Where: 
NDAt       =       Estimated non-discretionary accruals . 
At-1       =   Total assets in year t-1. 
∆REVt=  change in net revenue of firms in year t  
PPEt   =  Gross property ,plant and Equipment of firms in year t. 
 
5. The modified Jones Model 
Dechow, Sloan and Sweeney (1995)  it involves   the     

1. Discretionary accrual  quality  
It can be measured  of  as the degree to which accrual can be achieved in the firms cash flow. 
The  accrual model include:      
Accrual quality=Earnings -   CFO  
                             Average Assets 
Where:  
Earnings=Earnings before taxes 
CFO= Cash flows from operation . 
 
The model used for this study to analyze the discretionary accrual is the modified Jones models. 
 
Dechow et al.(1995) and other researched literature of earnings management, total accrual was 
put thus as lagged total assets and are computed using the following equations below: 
    TACCt  = (∆CAt  -  ∆CLt   - ∆ Casht +  ∆Debtt - Dept 

                             At-1 
Where:- 
TACCt =  Total accruals. 
∆CA      =   Change in current assets. 
∆CLt      =  Change in current liabilities. 
∆ Casht     =Change in cash and cash equivalents. 
∆Debtt       =  Change  in debt included in current liabilities. 
The current study used discretionary accrual (DA) as a measure for earnings quality 
(Shah,2009;Amar,2014;Tsipouridou & Spathis,2014) 
 
DA= TAit     -  NDAit------------------------------------ 
         A 
 
Where:- 
 
DA= Discretionary components of accrual in year t 
 
TAit = Total accrual in year t 
 
NDAit= Non-discretionary accruals inyear t 
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The level of discretionary accrual  for a firm is calculated as the differences  between 
companies total accruals   
3.7 Model  Estimation  
The analyses of the five objectives of the study . The description of the variables aims to explain 
the measures adopted and its justification.  

determinants dependent and independent variables 
 Determinants Variables Definition Researchers Proxy Approprari 

sign 
Independe
nt 

Firm 
characteristics 

Firm 
growth 
 
 
 
 
Firm size 
 
 
 
 
 
 
 
 
 
Firm debt/ 
leverage 

Turnover 
divided by 
current 
turnover 
 
  
Natural 
logarithm 
of total 
assets 
 
 
 
 
 
The  total  
liability 
divided  
by the 
total 
assets 

Tesfaye et 
al(2013), 
 
 
 
 
Sun & Rath, 
2009, 
Agrawal and 
Chatterjee, 
2015;Iqbal, 
Zhang & 
Jebran,2015,
Ahmed(2012
) 
 
Sun& 
Rath,2009; 
Agrawal and 
Chatterjee 
,2015;  Iqbal, 
Zhang & 
Jebran,2015;  
Asagri, Pour, 
Zadeh 

FG 
 
 
 
 
 
 
Fsize 
 
 
 
 
 
 
 
 
 
LEV 

 
     + 
 
 
 
 
 
    +(-) 
 
 
 
 
 
 
 
 
 
  + 

 Governance, 
ownership 
and controls 

Board of 
directors 
size 
 
 
 
Managerial 
ownership 
 

Logarithm 
board of 
directors 
size  
 
 
Percentag
e of 
manager's 
ownership 
 
 

Beasley,1996 
& Peasnel et 
al 
2006;Hassan,
2011; 
 
Shehu(2011); 
Saleem,2016;
Praveen et 
al.2016.  
 

BOD 
 
 
 
 
 
MOW
N 

  - 
 
 
 
 
 
  - 
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 Auditors Auditor 
size 
 
 
 
 
 
Auditor 
fees 

Big four 
firms 
(KPMG, 
PwC, 
Deloitte 
and EY) 
Log of 
audit fees 
or Log10 
 

 Asize 
 
 
 
 
 
AF 

 1 for yes , 0 
otherwise 
 
 
 
 
    - 

  
Liquidity 

 
Current 
assets ratio 
 
 
 
Quick 
assets ratio  

 
Current 
assets - 
current  
liabilities 
  
Current 
assets - 
stock/ 
current 
assets 

 
Agyei 
Mensah 
(2013) 
 
 
Agyei 
Mensah 
(2013) 

 
CR 
 
 
 
 
QR 

 
  +(-) 
 
 
 
 
     +(-) 

 Performance Return on 
investment 
 
 
Earnings 
per share 
 
 
 
 
 
Return on 
assets 

Profit/total 
assets 
 
 
Profit 
attributabl
e 
shareholde
rs/ number 
of shares 
 
Profit 
after 
taxes/total 
assets 
 

Kothari et al 
(2005);Shehu 
et al.(2014) 
 
 
 
  Kothari et 
al 
(2005);Shehu 
et al.(2014) 

ROI 
 
 
 
EPS 
 
 
 
 
 
 
ROA 

     
     +(-) 
 
 
 
      +(-) 
 
 
 
 
 
 
       +(-) 

  
Capital 
Market  
 
 
 

 
capital 
incentives 
 
 
 
 
 
 

 
 
Logarithm  
of  
incentives 
to 
directors 
 
Logarithm  

  
 
 
CI 
 
 
 
 
 

 
 
 
      - 
 
 
 
 
 



International Academy Journal of Management, Marketing & Entrepreneurial Studies 

                                          asasubmitpaper@gmail.com                                                             114 
 

Turnover 
 
 

of  sales Tover        - 

Dependent Earnings 
Quality 

Discretiona
ry accrual 
quality 

Current 
assets -
cash-
current 
liabilities - 
depreciati
on/ total 
assets 

Dechow and 
Dichev 
(2002); 
Francis et al 
(2004);modif
ied Jones, 
HealyModel,
TheDeAngel
o(1986) 
Model,Jones(
1991) , Ajit, 
Malik,& 
Verma,2013; 
Kaur,Sharma 
&Chatterjee,
2015,; Iqbal, 
Zhang & 
Jebran,2015; 
Ajay & 
Madhumathi,
2013. 
 

DAC       
      +(-) 
 
 
 
 
 
 
 
 
 
 

  Smoothness The ratio 
of 
earnings 
variability 
towards 
the cash 
flow 
variability
=earnings/
σ∆Cash 
flows 

Francis et al 
(2003); 
Francis et 
al(2004), 
Dechow et al 
2010,Chang et 
al (2008) and 
Ahmed 
(2014). 

SMT  
    +(-) 
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CHAPTER FOUR 

DATA PRESENTATION, ANALYSIS AND INTERPRETATION 

4.1 Data Presentation 

The secondary data were collected from cross section of consumer goods companies in Nigeria, 
Ghana and Kenya. The data were collected from those consumer goods companies for many 
years. The study adopted the Ordinary Least Square Regressions analysis to identify the causal 
effects relationship that exists between firm determinants and earning quality management. The 
study however conducted some preliminary analysis such as descriptive statistics, correlation 
analysis to ascertain the normality of the data and check for the presence of multi-colinearity. 

4.1.1 Descriptive Statistics 

The descriptive statistics result shows the mean value for each of the variables, their maximum 
values, minimum values, standard deviation and the normality test. Table 4.1 below, is the 
descriptive statistics result of the data used for the study. 

The result  also reveals that consumer goods manufacturing companies in Sub-Saharan African 
countries doesn't practice earnings quality and also does not manipulate their financial statement. 
in terms of earning quality proxies: The mean value of discretionary accrual is  0.40, maximum 
value is 9.27 and minimum value  is 9.05.This means on the average manufacturing companies 
in West Africa use discretionary accrual to monitor the earnings quality in companies in West 
Africa.Smoothness has a mean value of 1.56, maximum of 9.01 and minimum value of 0.85. The 
result revealed that the use of smoothness in consumer goods companies in West Africa is lower 
than that of discretionary accruals 
 
However, in firm characteristics ,the result of means of  Firm growth results showed that mean is 
0.375 or 37.5%, maximum  0.11 or 11% and minimum 0.06. This signifies that firm growth is of 
usefulness in combating earnings quality problems .The mean statistics of leverage /debt 
indicates that consumer goods manufacturing firms in West Africa continuous prefer to finance 
their assets through debt rather than equity. The companies are highly levered. The firm size 
mean of 6.84 shows that the indication that there are  some  large companies in the cohort 
companies.corporate governance which comprises the board  of directors, internal control and 
managerial ownership showed a positive significant relationship. The mean of board of directors 
is 1.223, maximum of 8.12 and minimum of 0.05. This shows that board of directors are 
significant to earnings quality in Sub-Saharan Africa. This also signifies that there are outside 
directors in the board. Internal control , the mean  value is 1, maximum value is 1 and minimum 
value is 1. This signifies that internal control is strong and they are positively and strongly 
related or significant to earnings quality. Managerial ownership show a mean  value of 5.293 or 
52.9% ,maximum value of 4.82 and minimum value of 0.10. 
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Table 4.1 DESCRIPTIVE STATISTICS 
Variables   Definition      Mean     Median   Q5   Maximum    Minimum   Q95    Std. Dev.  Skewness   Kurtosis 
PANEL A:- Earnings quality proxies:    
 Discretionary Accrual        0.40       0.20        0.36           9.27              9.05       -9.27       2.07       0.46    16.67      
Smoothness                       1.56           0.79         1.64           9.01            0.85          0.05        1.95     2.14    4.38 
PANEL B: Firm Determinates Proxies   
Firm   characteristics: 
Firm Growth             0.37568      0.11       5.75       0.06      0.97   0-97      0.91654      4.235    20.208 
Firm size                6.844         7.6         8..92      8 .07      0.59   0-52      1.955       2.037     3.7459  
Leverage                0.6472       0.57       8.12       0.69       0.05   0-05      0.8170       7.8461    71.227 

  
Corporate Governance:- 
Board of Directors     1.223          0.95       1.2232  1.00           0. 3       0.03        1.4          5.234        28.087     
Managerial ownership 5. 2981     5.014     6.735        4.82        0-10   0.1    1.8151       1.14690   0. 9028  
Auditor:    
Auditor Size     1       1               1                1              1               1             1                1                 1 
Auditor Fees 3.979        2.87          3.979              5.37        0.11  0.11        1.0262      1.8255        2.656  
Liquidity:- 
Current Asset      1.538        1.275   1.538             7.68          0.12       0.11     1.276        3.005       2.716 
Quick Asset      1.089      0.79      1.089               6 .11           0.06   0.06      1.047         2.774          9.041 
Firm performance:- 
Return on Investment    0.3248          0.13       0.3248      10         0       0      0.9765    9.293       92.213     
Earnings Per share         6.67         0.505       6.54      72.5       0.88   0.88    13.429     3.035       10.391 
Return on Assets           0.225             0.1        0.21            2.9       0       0        0.478        4.456       20.48 
Capital Market:-    
Turnover      7. 057      7.48           8.00            8.59         4.17        4.17          1.1949         0.890     0.440 
Capital incentives 

DESCRIPTIVE STATISTICS CONTINUED 
DESCRIPTIVE STATISTICS CONTINUED 
PANEL A             Jarque- Bera       Probability    sum      sumsq.Dev.       Observation  
Earnings quality proxies                
Discretionary Accrual                84.32  0.000     223.86    1.38         280 
Smoothness                                 97.35     0.000     115.75           1.40                      280 
PANEL B   
 Firms Determinants Proxies: 
Firm Characteristics 

Firm Growth  24.696   0.0000  41.7                0.067              280 
Firm size  15.422            0.0000           780.22             5.910            280 
Leverage  26.816  0.0000            65.371           0.140            280 

Corporate Governance:- 
Board of Directors  45.72  0.0000             115.03  3.639    280  
Managerial ownership  30.6363 0.0000  312.59               1.822       280 
AUDITOR:    
Auditor Size   25.2083           0.0000             118.00  1.180               280 
Auditor Fees   10.770  0.0000            366.11  1.754               280 
Panel C:  
Liquidity:    
Current Asset  21.296             0.0000  163.08        4.1042              280 
Quick Assets  56.297            0.0000         114.0049    2.60854            280 
Firm Performance:   
Return on investment  4 4.078  0.0000            1135.08               1.4368             280 
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Earnings per share 72.94  0.0000            69.3956  23.6804              280 
Returns on  assets 25.02   0.0000  25.08  30.8174               280     
Capital Incentives:     
Turnover  16.9738  0.0000              825.76                5.667                       280 
Capital Incentive  26.5828      0.0000              65.37  10.140                     280 
 

Figure 1. showing comparisons of Descriptive statistics: Mean, median ,maximum and 
minimum of the independent variables and dependent variables. 

 

 

Source: Researchers computation, 2021. 
This depicts the relationship between  total percentage of mean, median, maximum and 
minimum of the dependent and independent variables of all the companies under study in the 
Sub-Saharan Africa countries.  
 
Figure 2: Result Of The Histogram Normality Test 
Figure 1 represents the bell shaped histogram of variables. It is the test that indicates the 
normality of the data. The Jarque-Bera statistics is( 649.7712) with a significant probability 
of(0.0000 ) the kurtosis of ( 14.561 ) is above benchmark of 3  and show leptokurtic residual. the 
mean of skewness depicts a value of (3.97). The figure is shown in appendix 11. 
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Figure 3  showing :  Chart Showing The Relationship Between Descriptive Statistics Of 
Independent Variables: Firm performance, Firm Characteristics, Corporate Governance, 
Capital Market ,Auditor  Control And Liquidity. 

 

 
4.2  Correlation matrix of dependent and independent variables. 
The correlation analysis helped to ascertain whether  there is a multicollinearity problems among 
the independent variables based on the standard criteria the correlation value of less than 
0.10would not pose any serious multicollinearity problems and affect the validity of the findings 
Table 2  shows that none of the correlation value exceeds 0.10. Hence there was no serious 
multicollinearity problems among the independent variables. Colinearity means that there is  a 
strong relationship between the independent and dependent variables in the model. Firms 
characteristics which consists of firm growth is highly correlated with discretionary accruals and 
smoothness variables. also firm leverage and firm size suggests that high bank borrowing and 
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profit increase earnings quality whereas large firms are expose to  low volume of earnings 
quality. 
4.2.1 Variance Inflation Factor 
variance inflation factor test (VIF) is to detect the multicollinearity problem  among explanatory 
variables. Variance inflation factor in relation to all the variables considered are consistently less 
than 10 and also the tolerance value statistics are consistently greater than 0.10 for all the 
variables considered. This situation confirmed the absence of multicollinearity among the 
explanatory variables.  variance inflation factor is measured by 1/1-R2 where R2  known as  
Pearson correlation coefficient  squared. 
Table 3 : Showing multicollinearity of variables 

 
 
 
 
 
 
 
 
 
 
 
 
 
 
 
 

Source: Researchers computation,2021. 
The result  means that there is no evidence of multicollinearity among the explanatory variables. 
 
4.3 Regression analysis 
This  study adopted the panel regression analysis to identify the possible effects of firms 
determinants on the earnings quality of quoted manufacturing companies in Sub-Saharan Africa. 
However, due to the heterogeneity nature of the panel data, the study used the Hausman effect 
test to test its effect on the data. 

Decision Rule for hypotheses testing: 

Accept Ho and reject H1– when the probability value is above 10%  

Accept H1 and reject Ho– when the probability value is less than 10%  

Decision rule for Hausman effect test: 

Ho – random effect is more preferable than fixed effect 

H1 – fixed effect is more preferable to random effect 

 
Variables 
FP 
CGOV 
CMKT 
AUDS 
LIQ 
PROFIT 

 
VIF 
0.12 
0.069 
0.09 
0.26 
0.33 
0.07 

 
1/VIF 
0.8774 
0.9307 
0.9901 
0.7489 
0.6643 
0.9294 
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When chi-square probability value if less than 10 – rejects Ho and accepts H1 

When chi-square probability value if greater than 10 – accepts Ho and rejects H1. 

4.3.1  Model 1: Smoothness Model.  

Fixed and Random Effect Test:  

The summary result of smoothness model, Hausman effect test used by the study to select 
between fixed and random effect, which affect the data used in the study is presented below.  

Table 4.3.1 Correlated Random Effects - Hausman Test  

Correlated Random Effects - Hausman Test  
Equation: Untitled   
Test cross-section random effects  
     
     Test Summary Chi-Sq. Statistic Chi-Sq. d.f. Prob.  
     
     Cross-section random 3.917837 5 0.7892 
     
          
Source: Summary of Hausman effect test result (2020) from e-view 8 

The Hausman effect test result shows a chi-square value of 3.92 and probability value 0.79, the 
chi-square probability value is above 10 percent. Based on the result, the study accepts the 
random effect and rejects the fixed effect. The study therefore used the random effect to correct 
the problem of heterogeneity in the data used for the study. Table 4.4 below is the regression 
result adjusted for random effect (detail of the result is presented in table 6 under the appendix). 

Model 2: Discretionary  accruals 

Fixed and Random Effect Test:  

The study used Hausman effect test used by the study to select between fixed and random effect, 
which affect the data used in the study is presented below.  

Table 4.3.2 Correlated Random Effects - Hausman Test 

Correlated Random Effects - Hausman Test  
Equation: Untitled   
Test cross-section random effects  
     
     Test Summary Chi-Sq. Statistic Chi-Sq. d.f. Prob.  
     
     Cross-section random 12.409164 5 0.1879 
     
     Source: Summary of Hausman effect test result (2020) from e-view 8 

The Hausman effect test result shows a chi-square value of 12.40 and probability value 0.19, the 
chi-square probability value is above 10 percent. Based on the result, the study accept the 
random effect and reject the fixed effect, hence we use the fixed effect to correct the problem of 
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heterogeneity in the data used for the study. Table 4.4 below is the regression result adjusted for 
random effect.  

Regression Analysis Result for Model 1 

Below is the analysis of smoothness model and discretionary accrual model. The details of the 
result is in table 6 under the appendix 

Model 1: Smoothness   

Table 4.3.2 Cross-section random effects test result 
     
Cross-section random effects test equation:  
Dependent Variable: SMT   
Method: Panel Least Squares   
Date: 03/103/21   Time: 10:20   
Sample: 2010 2019   
Periods included: 10   
Cross-sections included: 30   
Total panel (unbalanced) observations: 280   
     
     Variable Coefficient Std. Error t-Statistic Prob.   
     
     C 0.192175 0.469772 4.090814 0.0000 
FP 0.886438 0.460432 1.925231 0.0554 
FC 0.005478 0.005744 0.953705 0.3412 
CGOV 1.081697 1.036461 2.043645 0.0047 
LIQ 0.110081 0.580250 0.189712 0.8497 
CMKT 0.002341 0.004663 0.501968 0.2561 
AUDS 0.008931 0.009331 0.957160 0.3394 
     
      Effects Specification   
     
     Cross-section fixed (dummy variables)  
     
     R-squared 0.531662     Mean dependent var 1.229324 
Adjusted R-squared 0.421900     S.D. dependent var 0.917705 
S.E. of regression 0.859954     Akaike info criterion 2.655256 
Sum squared resid 181.1826     Schwarz criterion 3.121379 
Log likelihood -337.0634     Hannan-Quinn criter. 2.842197 
F-statistic 2.110577     Durbin-Watson stat 2.141850 
Prob(F-statistic) 0.000563    
     
     
Source: Regression result from e-view 8 

The analysis result of the smoothness model shows an R-sq of 0.532 and R-sq (adj) 0.422 
respectively. The R-squared adjusted value of 0.42 (42%) indicates that firm determinants can 
explain about 42 percent of changes in earning quality management in Nigeria, Kenya and 
Ghana. That is, about 42% changes in smoothness value among the manufacturing industries in 
Nigeria, Kenya and Ghana can be attributable to the firm determinant. The F-statistics value of 
2.11, and its probability value of 0.00, shows that the smoothness regression model used is well 
specified and the specification is statistically significant at 1% levels.  The Durbin Watson value 
of 2.141 reveals  the absence of autocorrelation  in our model. 
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Regression analysis result 

Below is the analysis of discretionary model. The detail of the result is in table 6 under the 
appendix. 

Table 4.3.4 DCA: Cross-section random effects test equation: 

Cross-section random effects test equation:  
Dependent Variable: DCA   
Method: Panel Least Squares   
Date: 03/03/21   Time: 10:30   
Sample: 2009/ 2018   
Periods included: 10   
Cross-sections included: 30   
Total panel (unbalanced) observations: 280  
     
     Variable Coefficient Std. Error t-Statistic Prob.   
     
     C 0.679628 0.166710 4.076708 0.0001 
FP 0.090715 0.114604 0.791551 0.0294 
FC 0.246826 0.257981 -0.956760 0.3396 
CGOV 0.230980 0.001430 2.685237 0.0018 
LIQ 0.068528 0.152988 -0.447931 0.6546 
CMKT 0.001470 0.001161 -1.266098 0.2067 
AUDS 0.001747 0.002322 0.752151 0.4527 
     
      Effects Specification   
     
     Cross-section fixed (dummy variables)  
     
     R-squared 0.488352     Mean dependent var 0.586085 
Adjusted R-squared 0.415259     S.D. dependent var 0.279916 
S.E. of regression 0.214047     Akaike info criterion -0  .126107 
Sum squared resid 11.22499     Schwarz criterion 0.340017 
Log likelihood 53.71806     Hannan-Quinn criter. 0.060835 
F-statistic 6.681281     Durbin-Watson stat 1.620473 
Prob(F-statistic) 0.000000    
     
     
Source: Regression result from e-view 8 

The result of the R-squared adjusted value of 0. 42 (42%) indicates that firm determinants can 
explain about 42 percent of changes in the level of discretionary and smoothness of the 
manufacturing companies in Nigeria, Kenya and Ghana.  That is, about 42% changes in earning 
quality management of the manufacturing industries in Nigeria, Kenya and Ghana can be 
attributable to the firm determinant. The F-statistics value of 6.68, and its probability value of 
0.00, shows that the discretion regression model used is well specified and the specification is 
statistically significant at 1% levels.  
 
Hypotheses  
H01:  Firm Performance has no significant effect on earnings quality management in    
 Sub-Saharan Africa.  

The analysis result of the effect of Firm performance (Return on assets, Earnings per share and 
Return on investment) on earning quality management shows coefficient value of 0.886 and 
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0.091 for smoothness and discretionary accrual model respectively. This indicates that 
profitability positively affected the level of smoothness and discretionary accrual of the 
manufacturing companies in  Sub-Saharan Africa.. The probability value of 0.055 and 0.029 for 
smoothness and discretionary accrual showed that the positive effect of profitability on 
smoothness is statistically significant among consumer  goods manufacturing industries in Sub-
Saharan Africa. Thus increasing the profitability can positively affect earnings quality 
management of consumer goods manufacturing companies in Sub-Saharan Africa.. Based on the 
result, the study rejects the null hypothesis and concludes that profitability has significant effect 
on earnings quality management in Nigeria, Kenya and Ghana .  

H02: Firm characteristics has no significant effect on earnings quality management in 
 Sub-Saharan Africa. 

The analysis result of the effect of firm characteristics( firm growth, firm size, firm debt / 
leverage) on earnings quality management (smoothness and discretionary accrual) shows 
coefficient value of 1.082 and 0.230980 for smoothness and discretionary accrual model 
respectively. The coefficient value indicates that a firm characteristic positively affects 
smoothness and discretionary accrual of manufacturing firms in Sub-Saharan Africa.  The 
probability value of 0.0047 and 00.0018 for smoothness and discretionary accrual showed that 
the positive effect of firm characteristic on smoothness and discretionary accrual is significant 
among the consumer goods manufacturing industries in Sub-Saharan Africa.  Based on the 
result, the study rejects the null hypothesis and concludes that firm characteristics has significant 
effect on earnings quality management in  Nigeria, Kenya and Ghana. 

H03:  Governance and ownership  control has no significant effect on earnings quality 
management in Sub-Saharan Africa. 

The analysis result of the effect of governance and  ownership control on earning quality 
management shows coefficient value of 0.002341 and 0.001470 for smoothness and 
discretionary accrual model respectively. The coefficient value indicates that governance and 
control positively affects earnings quality management (smoothness and discretionary accrual) of  
consumer goods manufacturing companies in Sub-Saharan Africa.  The probability value of 
0.501968 and 0.2067 for smoothness and discretionary accrual  indicate that increasing 
governance and control does not significantly drive  manufacturing companies in Sub-Saharan 
Africa. Based on the result, the study rejects the alternate hypothesis and concludes that 
governance and control has no significant effect on earnings quality management in  Nigeria 
,Kenya and Ghana.  

H04: Capital market has no significant effect on earnings quality management in Sub-
Saharan Africa. 

The analysis result of the study coefficient value of 0.002341 and 0.001470 for smoothness and 
discretionary accruals respectively and probability value of 0.2561 and 0.2067 for smoothness 
and discretionary accruals respectively, which means that capital market has positive and 
significant effect on earning quality management in Kenya and Nigeria Based on the result, the 
study rejects the null hypothesis and concludes that capital market has significant effect on 
earnings quality management in Ghana, Kenya and Nigeria. 
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H05: Auditors control has no significant effect on earnings quality management in Sub-
Saharan Africa. 

The analysis result of the effect of auditors control on earnings quality management shows 
coefficient value of 0.008931 and 0.001747 with the probability value of 0.3394 and 0.4527 for 
smoothness and discretionary accrual respectively . The implication of the result is that auditors 
control has positive but insignificant effect on earnings quality management in Sub-Saharan 
Africa. Based on the result, the study rejects the alternative hypothesis and auditors control has 
no significant effect on earnings quality management in Sub-Saharan Africa. 

H05: Liquidity has no significant effect on earnings quality management in Sub-Saharan 
Africa. 

The analysis result of the effect of liquidity on earning quality management shows coefficient 
value of 0.110081 and 0.068528  for smoothness and discretionary accrual model respectively. 
The coefficient value indicates that governance and control positively affects earnings quality 
management (smoothness and discretionary accrual) of  consumer goods manufacturing 
companies in Sub-Saharan Africa. The probability value of 0.8497 and 0.6546 for smoothness 
and discretionary accrual  indicate that increasing governance and control does not significantly 
drive  manufacturing companies in Sub-Saharan Africa.  Based on the result, the study rejects the 
alternate hypothesis and concludes that governance and control has no significant effect on 
earnings quality management in  Nigeria ,Kenya and Ghana.  

 Chart showing comparisons of the hypothesized independent variables  with dependent 
variables 

Firm Characteristics And Earnings Quality. 

 

 

DAC

SMT
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Trend analysis of liquidity and earning quality. 

Earnings Quality  Variables  Compared With  Firm Characteristics Proxies 

 

 

Source: Researchers computation, 2021. 
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Source: Researchers computation, 2021 

Earnings Quality  Compared With Capital Market Proxies 

 

Source: Researchers computation, 2021 
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4.4 Interaction Regression Analysis Approach 
The study used interaction approach to  select the best combination of the various firm 
determinants variables that has more effects on earnings quality among firms quoted in Sub-
Saharan Africa. The determinants variables were cross interacted. This is done in other to 
ascertain the combination of many ways that can enhance the reduction of earnings quality 
among consumer goods manufacturing  firms in Sub-Saharan Africa.  The result is presented in 
the table below: 
Interaction: Earnings quality variables 

The First Interaction Regression Analysis 

  
Dependent Variable: Earnings quality   
Method: Panel Least Squares   
Date: 03/03/21   Time: 10:20    
Sample: 2009 2018   
Periods included: 10   
Cross-sections included: 30   
Total panel (unbalanced) observations: 280  
     
     Variable Coefficient Std. Error t-Statistic Prob.   
     
     C 0.517144 0.220887 8.494352 0.0000 
FP*FC 0.090715 0.114604 0.791551 0.0294 
FP*FGOV 0.246826 0.257981 -0.956760 0.3396 
FP*LIQ 0.230980 0.001430 2.685237 0.0018 

0.6546 FP*CMKT -0.068528 0.152988 -0.447931 
FP*AUDS 0.162637 0.144427 3.126084 0.0012 
`     

     
 

      0.518555     Mean dependent var 0.653191 
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R-squared 
Adjusted R-squared 0.062844     S.D. dependent var 0.436919 
S.E. of regression 0.220727     Akaike info criterion -1.277689 
Sum squared resid 0.196897     Schwarz criterion -3.665531 
Log likelihood 27.3225     Hannan-Quinn criter. -1.951607 
F-statistic 0.006831     Durbin-Watson stat 0.32090 
Prob(F-statistic) 0.99320    
     
     
Source: Regression result from DATATAB 8  

The table shows the result of the interaction analysis of the firm determinants and earnings 
quality. The study observed almost all the manufacturing firms  profit oriented, thus performance 
is the only variable common to all the firms. The main variable (performance) was interacted 
with other firm determinants variables like: Firm characteristics ( firm growth, firm size and firm 
leverage), corporate governance( board of director size and managerial ownership), auditors ( 
auditor size and auditors fees),capital market (  capital incentives and turnover), liquidity( current 
assets and  quick ratio) . The result shows that the combination of firm performance and firm 
characteristics has positive and significant effect on earnings quality management of the 
consumer goods firms in Sub-Saharan Africa.  
 
The result of the interaction analysis between firm performance and corporate governance shows 
a positive and significant effect on earnings quality management among consumer goods 
companies in Sub-Saharan Africa.  This means that a well managed corporate governance  can 
reduce earnings quality in firms in Sub-Saharan Africa. The combination of firm performance 
and liquidity has  negative effect on earnings quality among manufacturing firms in Sub-Saharan 
Africa.  This shows that combination of firm performance and liquidity will negatively influence 
earnings quality management in Sub-Saharan Africa.The  combination of firm performance and 
capital market shows they have negative but not significant effect. This shows that the 
combination of firm performance and capital market will negatively affect earnings quality in 
Sub-Saharan Africa.  The interactions  of the effect of auditors control on earnings quality has 
positive but not significant effect on earnings quality management among manufacturing 
companies in Sub-Saharan Africa.  This shows that the combination of firm performance and 
auditors control can have influence on earnings quality but does not show that earnings quality 
may not be practiced in firms in Sub-Saharan Africa. 
 
Comparative Analysis of the  effect  of firm determinants on earnings quality management 
among firms in Nigeria,  Ghana and  Kenya. 

Table 7.  Inter Country Analysis   

Items Nigeria Ghana Kenya 
 Smoothness 

Model 
Discretionary 
Model 

Smoothness 
Model 

Discretionary 
Model 

Smoothness 
Model 

Discretionary 
model 

FP 0.3590 0.0050 0.0003 0.0001 0.4698 0.0184 
FC 0.2230 0.5000 0.8620 0.4130 0.6776 0.3612 
CGOV 0.2800 0.0005 0.0001 0.4070 0.3102 0.3798 
CMKT 0.3250 0.3330 0.2520 0.4960 0.0086 0.2203 
AUDS 0.0133 0.0521 0.4630 0.0554 0.0220 0.0810 
LIQ 0.7590 0.4060 0.4760 0.3870 0.6272 0.0698 
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R-
squared 

0.516000 0.641000 0.484850  0.737818 0.600000 0.503000 

R-sq 
(adj) 

0.300670 0.124950 0.376015 0.682427 0.200015 0.313330 

 

The analysis result shows that firms determinants has more effects in Kenya than in Nigeria and 
Ghana. On the discretionary accruals model , the result reveals that firm determinants variables 
jointly drive about 68% of changes in discretionary accrual among manufacturing firms in 
Kenya, about 31.3% changes in discretionary accrual among manufacturing firms in Ghana and 
about 12.5% changes in many firms in Nigeria.  

Under the smoothness models firm determinants variables jointly drive about 74% of changes in 
smoothness among consumer goods firms in Kenya, about 20% changes in smoothness among 
manufacturing firms in Ghana and about  30% changes in smoothness among manufacturing 
firms in Nigeria. The results means  that profitability has significant effect on discretionary 
accrual in Nigeria , Ghana  and Kenya and smoothness   in Ghana but does not have significant 
effect on the smoothness in Nigeria and Kenya. This  means that firm performance can reduce 
incidence of earnings management  in manufacturing companies in Nigeria, Ghana and Kenya. 

Firm characteristics shows that smoothness and discretionary  accrual  has no significant effect 
among manufacturing  firms in Nigeria, Kenya and Ghana. This means that firms characteristics 
cannot   significantly enhance the reliability of financial statement because of some opportunistic 
behaviour . They do not  have any association with earnings quality.  

Corporate governance has significant effect on discretionary accruals among diversified firms in 
Nigeria but no significant effect of discretionary accrual among manufacturing firms in Kenya 
and Ghana. The result  also shows that corporate governance has significant effect among 
manufacturing firms in Ghana but not in Kenya and Nigeria.  

Capital market shows no significant effect on the discretionary accrual  of manufacturing firms 
in Nigeria, Kenya and Ghana. The result also shows a significant effect on smoothness among 
firms in Kenya but no significant relationship among manufacturing firms in Nigeria and Ghana. 
Auditors control has a significant effect on discretionary accrual among manufacturing firms  in 
Kenya, Ghana and Nigeria. The result  showed a significant  on smoothness in manufacturing 
firms in Nigeria and Kenya but  no significant effect  on smoothness among manufacturing 
companies in Ghana. 

Liquidity  has significant effect on discretionary accrual among manufacturing firms in Kenya, 
but does not  have significant effect in Nigeria and Ghana. Under  the smoothness model 
liquidity does not have significant effect in Nigeria , Ghana and Kenya. 

4.4 Discussion of findings  
The study finding that firm determinants can positively affect about 42 percent of changes in 
earnings quality management of the consumer goods manufacturing industries used in the study. 
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The value shows that firm determinants can increase the level of earnings quality management in  
Ghana, Kenya and Nigeria  
 
Firm Performance and Earning Quality Management  
The result of the study indicates that firm performance  has significant effect on earnings quality 
management in Kenya and Nigeria. The positive effect of performance on earnings quality 
management is significant among consumer goods companies in Kenya and Nigeria. Thus 
increasing the performance can positively affect earnings quality management of the 
manufacturing companies in Nigeria, Ghana and Kenya. The finding is in line with the finding 
from the study of Irom, Okpanachi, Nma and Tope (2018), who summits that firm determinants 
have positive effect on earnings quality management of listed manufacturing companies in 
Nigeria, and finds positive and significant effect on return on asset, return on investment and 
earnings per share. 
 
Firm Characteristics and Earning Quality Management 

The study finds that firm characteristics have significant effect on earnings quality management 
in Nigeria, Ghana and Kenya. The implication is that firm size, firm leverage , firm performance 
and firm liquidity have improved and enhanced earnings quality management in manufacturing 
companies in  Nigeria , Ghana and Kenya. The findings from the study agree with the finding of 
Daniel and Tilahun (2012), they posit corporate characteristics have positive effect on earnings 
quality management in Ethiopia.  

 Corporate Governance and Control and Earning Quality Management   
The finding shows that governance and control has no significant effect on earnings quality 
management in Kenya and Nigeria. The positive effect of governance and control on smoothness 
and discretionary accrual of manufacturing industries in Nigeria, Ghana and Kenya  is 
statistically insignificant in driving level of earning quality management in manufacturing 
companies in Sub-Saharan Africa.  The finding is in line with the finding from the study of 
Janthorn and Navee (2015) but contrary to the finding from the study of Mohammed (2018) who 
founds that governance and control have significant effect on earning quality management in 
Nigeria. 
Auditors Control and Earning Quality Management   

The result of the study indicate that auditors control has positive but no significant effect on 
earnings quality management in Nigeria, Ghana and Kenya 

The result shows that the positive effect of auditors control on smoothness and discretionary  
accrual  of the manufacturing industries is statistically insignificant in Kenya and Nigeria. The 
finding is in line with the finding from the study of Kabiru and Ibrahim (2019) who found that 
auditors control has insignificant effect on earnings quality management from their study on 
impact of firm determinant on earnings quality management of quoted consumer goods 
companies in Nigeria  

Capital Market and Earning Quality Management   

The study finds that capital market has significant effect on earnings quality management in 
West Africa. The positive effect of capital market on smoothness and discretionary is statistically 
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significant on earning quality management of manufacturing industries in Kenya and Nigeria. 
This reveals that increasing the performance of capital market instrument will drive the market 
value of the manufacturing companies in Kenya  Ghana and Nigeria. The finding is in line with 
the finding from the study of Janthorn and Navee (2015) who found that capital market 
instrument has significant effect on manufacturing companies but contrary to the finding from 
the study of Kabiru and Ibrahim (2019). 

Liquidity And Earnings Quality Management 

The study finds that liquidity has significant effect on earnings quality management in Sub-
Saharan Africa. The positive effect of liquidity on smoothness and discretionary is statistically 
significant on earning quality management of manufacturing industries in Kenya and Nigeria. 
This reveals that increasing the amount of money held as liquid assets will help to increase 
performance and reduce  problem of low turnover or illiquidity of the manufacturing companies 
in Kenya  Ghana and Nigeria.  

CHAPTER FIVE 

SUMMARY OF FINDINGS, CONCLUSION AND RECOMMENDATION 

5.1 Summary of Findings 

The result of the R-squared adjusted value of 0. 42 (42%) indicates that firm determinants can 
explain about 42 percent of changes in the level of discretionary accrual and smoothness of the 
manufacturing companies in Nigeria, Ghana and Kenya. That is, about 42% changes in earning 
quality management of the manufacturing industries in Nigeria ,Ghana and Kenya can be 
attributable to the firm determinant. The F-statistics value of 6.68, and its probability value of 
0.00, shows that the discretionary regression model used is well specified and the specification is 
statistically significant at 1% levels.  
The findings from the various objectives of the study showed that: 

1. Firm performance  has positive and significant effect on earnings quality management in 
Nigeria, Ghana and Kenya.  

2. Firm characteristics has positive and significant effect on earnings quality management in 
Sub-Saharan Africa. 

3. Governance and control has positive and insignificant effect on earnings quality 
management in Nigeria, Ghana and Kenya.. 

4. Auditors control has positive and insignificant effect on earnings quality management in 
Nigeria, Ghana and Kenya. 

5. Capital market has positive and significant effect on earnings quality management in 
Nigeria, Ghana and Kenya. 

6. Liquidity has positive and significant effect on earnings quality management in Nigeria, 
Ghana and Kenya.  

5.2 Conclusion  
The recent global economic instability experienced recently, couple with the desire for wealth 
maximization has lead most manufacturing industries to explore their firm determinants that can 
give them competitive edge and enhances the possibility of achieving their goals. Those firm 
determinants can influence their policy and decision and distinguishes one manufacturing 
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company from another. The study concludes that firm determinants have positive effect on the 
level of earnings quality management  

1. Recommendations 
1. The study revealed that firm performance has significant effect on earnings quality 

management in Nigeria, Ghana and Kenya.. The study recommends that management of   
manufacturing industries in West Africa should formulate policy that will be geared 
toward enhancing earnings quality management  

2. Our finding showed that firm characteristics have significant effect on earnings quality 
management in Nigeria, Ghana and Kenya.. The implication is that firm size, firm 
leverage, firm growth and firm performance have improved and enhanced earnings 
quality management in manufacturing companies Nigeria, Ghana and Kenya.. Thus 
increasing firm characteristics will significantly affect earnings quality management in 
manufacturing companies in Nigeria, Ghana and Kenya.. The study recommends that 
management of manufacturing industries in their drive to enhance earnings quality 
management should increase and improve firm characteristics. 

3. The finding shows that governance and control has positive effect on earnings quality 
management but the effect is not significant therefore cannot drive earning quality 
management in manufacturing companies in Nigeria, Ghana and Kenya.. The study thus 
recommends that management of manufacturing industries should improve in governance 
and control.  

4. The findings indicate that auditors control has positive but no significant effect on 
earnings quality management in Nigeria, Ghana and Kenya. The result shows that the 
positive effect of auditors control on smoothness and discretionary accrual of the 
manufacturing industries is statistically insignificant in Sub-Saharan Africa.  The study 
recommends that management of the manufacturing industries should reduce their 
auditor’s control, since using auditors control may pose challenges to earnings quality 
management  

5. The study finds that capital market has significant effect on earnings quality management 
in Nigeria, Ghana and Kenya. The positive effect of capital market on smoothness and 
discretionary accrual is statistically significant on earning quality management of 
manufacturing industries. The study therefore recommends that management should 
increase the performance of capital market instrument to improve the market value of the 
manufacturing companies  

5.4 Contribution to Knowledge 

Previous studies examined some aspect of firm determinants on earnings quality management 
with few studies done in developing countries.  
The study contributed to knowledge by introducing return on asset and firm leverage as firm 
determinant variable which can affect on the level of earnings quality management   

The study modified existing model in this area, and updating literature in this area. This is 
graphically presented as follows: 
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Graphical presentation of contribution to knowledge  

The study measure of earnings quality management using smoothness and discretionary  accrual  

STN = FP, FC,CMKT,CGOV,AUD,LIQ 

DCA = FP,FC,CMKT,CGOV,AUD,LIQ  

This study has contributed to knowledge by providing empirical evidence of how firm 
determinant affect earnings quality management of manufacturing industries in  Nigeria, Ghana 
and Kenya. 
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1. INTRODUCTION 

In recent years, many firms in the world have faced several challenges particularly in inventory 
management and control, thus affecting their operational performance. There have been cases of 
materials overstocking which eventually got expired or out dated, under stocking, lack of stock-
taking, theft of materials by workers and delay in delivery of materials into the organizations 
among others. Many manufacturing firms have more than 50% of total assets invested in 

Abstract: This study examined the effect of inventory management practices on operational performance 
of selected flour mills companies in Nigeria. The study adopted cross-sectional survey research design. 
The target population comprised 2,237 staff of the selected flour mills companies. A stratified random 
sampling technique was used to select the sample size of 776. A structured self-administered survey 
questionnaire was adapted, validated and used for collecting data for the study. The Cronbach’s alpha 
coefficients for the constructs ranged between 0.783 and 0.971. The response rate to the 776 copies of the 
questionnaire administered was 82.6%. Data were analyzed using descriptive and inferential (Pearson 
Product Moment Correlation and Regression Analysis) statistics. Findings revealed Finding revealed that 
automated inventory system was found to be positively and significantly related to operational 
performance (B = 0.806, p-value <0.05).  Inventory shrinkage was found to be negatively and 
significantly related operational performance (B = -9512539.85, p-value<0.05 level of significance). 
Inventory investment was found to be positively and significantly related to operational performance (B = 
0.220, p-value <0.05).  Inventory record accuracy was found to be positively and significantly related to 
operational performance (B = 329.426, p-value <0.05).  Inventory turnover was found to be positively 
and significantly related to operational performance (B = 0.707, p-value <0.05).  The study concluded 
that inventory management practices significantly influenced operational performance of flour mills 
companies in Nigeria. It recommended that the companies should ensure that stocks were sufficient to 
meet production requirements and customer demands at all times and avoid holding unnecessary surplus 
stocks that might increase holding costs and thus ensure enhanced customer satisfaction. 
 
Keywords: Inventory management practices, Operational performance, Cost effectiveness, Flour mills 
companies, Automated inventory system 
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working capital, which includes inventory, as well as accounts receivable and accounts payable 
(Beheshti, 2010; Darun, Roudaki, & Radford, 2015; Gill, Biger, & Mathur, 2010). 

The basic method of managing stock by quantity by manufacturing firms are by means of fixing 
for each commodity stock levels which are recorded in the stock control system and 
subsequently used as a means of indicating when some actions are necessary. Most firms cannot 
work properly without stock and therefore they have to consider its management. There is a need 
for organization to maintain a minimum, ordering, hastening and maximum stock levels 
(Harrisson, 2001 cited in to Munyao, Omulo, Mwithiga, & Chepkulei, 2015). Bainson and 
Bainson (2016) argue that stock levels should be carefully received at suitable intervals, such as 
quarterly, monthly or even weekly and adjusted to meet any changes in circumstances. If this is 
not done, the original fixed level will be less than expected, become outdated and the system of 
stock control is rendered ineffective. The amount of stocks held at the warehouse of 
manufacturing firms can drastically affect cost and hence finances. This therefore, demands 
strong monitoring of the changing conditions of stock levels in stores. 

The planning and control of inventories and related activities are critical to the success of 
manufacturing industry. Managers of organizations have sought reliable and effective inventory 
practices and systems to remain competitive. Nsikan, Etim, and Ime (2015) assert that various 
organizations have employed the basic inventory management techniques or inventory control 
methods to keep their inventory costs in check. The various inventory management best practices 
that have been adopted by organizations include economic order quantity model (EOQ), just in 
time (JIT), vendor managed inventory (VMI), collaborative planning (CP), forecasting and 
replenishment, automatic replenishment, agile system, and material requirement planning and so 
on. However, some researchers have suggested that managers who turn to inventory research 
may find it to be of little significance (Boone, Craighead, & Hanna, 2008) or conclude that it has 
little to offer in terms of enhancing inventory practices (Wagner, 2002). This implies that a gap 
exists between inventory theory and practice in the manufacturing industry including the 
Nigerian flour milling industry, and the need to bridge the theory-practice gap is imperative. 

The studies on the relationship between inventory management practices and performance of 
manufacturing companies in Nigeria have focused majorly on the techniques for controlling 
inventories such as EOQ model, Just-in-Time technique, associated with variables such as 
profitability, customer satisfaction, and efficient delivery. Also, despite several models (both 
deterministic and stochastic) that have been adopted in practice by manufacturing firms, an 
assessment of the effect of internal inventory management practices in enhancing operational 
performance of flour milling companies in Nigeria are currently lacking. Previous studies such as 
Adamu (2016), Ogbo and Ukpere (2014), Takim (2014) and so on, have related inventory 
management practices with various aspects of organizational performance such as financial and 
economic performance, and most of these studies have focused on external inventory 
management practices. Specific study exclusively on the effects of inventory management 
practices on operational performance of flour milling companies in Nigeria by Nsikan et al 
(2015) did not basically used operational performance variables, rather used financial variables. 
In addition, most studies that attempted to focus on operational performance concentrated on 
solvency and operating performance of firms based in Kenya and India such as Kamau and 
Kagiri (2015), Oballah, Waiganjo and Wachiuri (2015), and Shafi (2014). Very limited study has 
been done on inventory management practices and operational performance of flour milling 
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companies in Nigeria. It is therefore evident that knowledge gap exists on the specific 
relationship between internal inventory management practices and operational performance. This 
study intends to bridge this gap by determining the relationship between internal inventory 
management practices and operational performance of flour mills companies in Nigeria.  

Statement of the Problem 

It has been confirmed that organizations worldwide have adopted inventory management 
systems into their operations (Swaleh & Were, 2014). However, despite the increasing attention 
given to inventory management in the practical and academic fields, the performance of 
manufacturing firms in Nigeria including Nigerian flour milling companies have been very 
disappointing. The flour milling manufacturing firms operating in Nigeria are facing problem in 
determining appropriate inventory level that should be kept to ensure that customer needs are 
met and production process is not interrupted. Nsikan et al (2015) indicated flour milling 
companies in Nigeria have a problem of inaccurate forecasts mainly because they lack real time 
inventory information on customers’ demand. This has in turn led to late deliveries, inadequate 
deliveries and lack of consistency in the delivery of products and thus leading to lack of 
customer satisfaction. Investment in inventories creates opportunity for manufacturing 
organisations to gain market advantage by outperforming competitors in terms of attracting more 
customers with distinguished products and charge premium prices (Marfo-Yiadom & Kweku, 
2008). The flour milling companies in Nigeria has also had problems of investments in less 
critical stocks leading to unnecessary costs, inaccurate forecasts, and poor responsiveness to 
customers’ orders leading to decline performance (Njoku & kalu, 2015). The poor investment in 
inventories have undermined operational performance of flour milling companies by losing out 
on potential sales, and potential market share as well (Chukwuemeka & Onwusoronyem, 2013). 
This resulted to a significant loss of customers to competitors in the industry. The problem of 
inventory control is another important concept in organizational management (Ziukov, 2015). 
Research has shown that inventory control was one of the most neglected management areas in 
most firms, thus straining on a business operation (Mogere, Oloko, & Okibo, 2013). Empirical 
evidence has shown more and more manufacturing firms have failed inventory control, and 
therefore suffered losses (Kariuki, 2013). Nsikan et al. (2015) noted that most of the Nigerian 
flour milling companies were still using traditional methods of inventory control and valuation 
which was considered inappropriate and unsophisticated. Anichebe and Agu (2013) stated that 
flour milling companies at times do not control their inventory holding, resulting in under 
stocking and causing the organizations to stay off production, thereby resulting to high cost 
overrun.  

Another inventory management system that influences organizations business and operational 
performance is the inventory turnover. Inventory turnover is a measure of management’s ability 
to use resources effectively and efficiently. However, in spite of the large size of Nigeria flour 
milling industry, the industry is suffering from low level of operational performance. According 
to Adesiyan (2015), flour milling companies are not performing up to average. Their dismal 
performance has been attributed to poor inventory turnover leading to lower operational 
efficiency. Research has shown that the issue of inventory inaccuracy is a common problem 
affecting manufacturing firms in achieving their goals and objectives (Oballah et al., 2015). As 
noted by Okiridu (2014) and Ayomoh, Oladeji and Oke (2004), many firms in Nigerian flour 
mill industry have not establish the central purchasing department, lack computerized stock 
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management and were not able to employ the services of well qualified stores officers to take 
charge of record management. The problems have made the raw material control policies and 
internal control measure very weak. It has also led to the failure to meet delivery commitment 
and consequent loss of sales (slow sales growth). From the literature, it is observed that 
inventory management is a critical management issue for manufacturing companies across 
(Mukopi & Iravo, 2015). In order to realize the benefits of effective inventory management, 
manufacturing firms should attempt to automate their inventory management operations 
(Kitheka, 2012). Furthermore, research by Owoye et al. (2015) and complemented by Nsikan et 
al. (2015) showed that majority of manufacturing companies in Nigeria and flour mills 
companies in particular, have not yet adopted computerized inventory management system or 
automated management system (Kitheka, 2012; Kitheka & Gerald, 2014). They have majorly 
concentrated on manual and mathematical models of inventory management. This challenge has 
created minimal utilization of resources, high operating costs and inappropriate planning leading 
to poor work efficiency, and low productivity (Nsikan, et al., 2015; Owoeye et al., 2015). 

Objective of the study  

The purpose of the study was to examine the relationship between inventory management 
practices and operational performance of flour mills companies in Nigeria. The specific 
objectives of the study were: 

i. determine the effect of inventory shrinkage on customer’s satisfaction of the 
selected Flour Mills companies in Nigeria; 

ii. examine the influence of inventory investment on the competitive advantage of the 
selected Flour Mills companies in Nigeria; 

iii. find out the relationship between inventory control and cost effectiveness of the 
selected Flour Mills companies in Nigeria; 

iv. assess the effect of inventory turnover on the operational efficiency of the selected 
Flour Mills companies in Nigeria; 

v. identify the relationship between inventory record accuracy and the customer 
service delivery of the selected Flour Mills companies in Nigeria; and 

vi. establish the influence of automated inventory system on the productivity of the 
selected Flour Mills companies in Nigeria. 

Research Hypothesis 

The study formulates the following null hypothesis: 

H01:  Inventory shrinkage has no significant effect on customer’s satisfaction of the selected 
Flour Mills companies in Nigeria. 

H02: Inventory investment has no significant influence on the competitive advantage of the 
selected Flour Mills companies in Nigeria. 

H03: There is no significant relationship between inventory control and the cost effectiveness 
of the selected Flour Mills companies in Nigeria. 

H04: Inventory turnover has no significant effect on the operational efficiency of the selected 
Flour Mills companies in Nigeria. 
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H05: There is no significant relationship between inventory record accuracy and the customer 
service delivery of the selected Flour Mills companies in Nigeria. 

H06: Automated inventory system does not have significant influence on the productivity of 
the selected Flour Mills companies in Nigeria. 

2. LITERATURE REVIEW 

2.1 Conceptual Review 

This section contains the definitions, characteristics, advantages and disadvantages of the main 
variables and the sub-variables of this study. The two main variables are inventory management 
practices and operational performance. These variables guide the framework of the review in 
order to achieve objectives of the study. 

Inventory Management Practices 

Inventory is a vital ingredient in production of goods or services alongside other factors of 
production. Inventories such as finished goods, work-in progress, components, raw materials, 
stores, spares, and so on constituted 80 per cent or more of the working capital in many 
organizations.  Inventory management has to do with art and science of maintaining stock levels 
of a given group of items incurring the least cost consistent with other relevant targets and 
objectives set by management (Lwiki, Ojera, Mugenda & Wachira, 2013). Naliaka and 
Namusonge (2015) described inventory management as a fine line between the replenishment 
lead time, carrying costs, asset management, inventory forecasting, valuation of inventory, future 
inventory price forecasting, physical inventory, inventory visibility, available space for 
inventory, quality management, replenishment, returns, defective goods and demand forecasting. 
Inventory management practices as one of the supply chain management practices is an activity 
that organizes the availability of goods to the customers from sales items to consumables and 
spare parts (Tungo, 2014). It is a balancing act that enables a system (or operations) to have long 
runs of operation for better efficiency and ensuring high inventory are ready for sale, purchasing 
long run orders for better efficiency and balancing act of working capital and cash flow. 
Furthermore, inventory management practices involve the use of many techniques of managing 
inventories in an organization, these techniques are EOQ method, Stock levels, ABC analysis, 
Strategic Supplier Partnership, EDI, JIT, EPOS, Bar coding, Lean inventory system, MRP, ERP 
and VMI. All these methods can be used by any organization in managing inventories (Tungo, 
2014). A broad review of all the variables of Inventory Management Practices used in this study 
will be explained in the following sub-headings (Inventory Shrinkage, Inventory Investment, 
Inventory Control, Inventory Turnover, Inventory Record Accuracy, and Automated Inventory 
System). 

Inventory Shrinkage 
The term ‘shrinkage’ refers to something becoming smaller or a gradual contraction over time an 
impact not considered to be serious or of much concern (Beck & Peacock, 2009). Inventory 
shrinkage means the amount of inventory that exists in account records but no longer exists in 
actual records. It is the discrepancy between the physical count of the inventory and its book 
value. In inventory management, shrinkage is classified as risk costs resulted particularly from 
product obsolescence, theft (that is, from customer shoplifting and employee theft), natural 
disaster, poor inventory storage, among others. It was described as a shortage occurring when the 
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final calculated inventory value in a company’s accounting records fall below the final valuation 
from the physical inventory. Gilbert (2003) and Levy and Weitz (2004) see inventory shrinkage 
as the difference between the recorded value of stock in the inventory stock system, which 
records merchandise received at the store, and the value of actual inventory in the store, as 
determined by a physical count of inventory. Shrinkage is usually expressed in the actual naira 
mount difference, or as a percentage of the total inventory balance. 

There are several classifications of inventory shrinkage and one of the common classifications is 
based on origin of shrink, such as shrink due to external causes, and shrink due to internal causes 
(Salah, 2008). External causes of inventory shrinkage include customer theft, organized crime 
ring (theft for profit), vendor dishonesty or/and administrative errors. The internal causes include 
employee theft, administrative errors and/or system failure (Bramfield, 2004 cited in Salah, 
2008). Internal theft, according to Carl and Shaun (2014) refers to the loss of goods carried out 
by people directly employed within the organization. Dunne, Lusch and Griffith (2002) 
described theft of stock by employees to includes direct theft form stock rooms and shop floors, 
or collusion with customers and suppliers to steal stock or defraud the retailer (Newman & 
Cullen, 2002) as well as cashier fraud (Newman & Cullen, 2002). External theft or an act of theft 
from a retailer is a crime committed during hours the store is open to the public by a person who 
is or appears to be a legitimate customers Carl and Shaun (2014). 

Inventory shrinkage has also been categorized into known and unknown losses (Carl & Shaun, 
2014). Known losses are those that can be readily identified, recorded and processed by business, 
like an incidence of shop thieves who have been caught red handed and the goods they attempted 
to steal recovered but could not be subsequently sold (if the goods have already been damaged). 
The association with this incidence is recorded as shrinkage due to external theft. Grasso (2003) 
cited in Carl and Shaun (2014) described this class of shrinkage as retail crime losses. The 
Unknown losses are those losses in which the cause cannot be ascertained (Carl & Shaun, 2014). 
According to Carl and Shaun (2014), these losses are mainly identified when the organizations 
undertake regular stock audits and realize that there are differences between what the book stock 
suggests should be in the store and what an actual physical count of the stock identifies. The 
difference between the two numbers is regarded to as Unknown Shrinkage. This also regarded to 
as unexplained stock losses. 

Inventory Investment 
According to Ali and Asif (2012), inventory investment is an investment in physical stock of raw 
materials, work in progress and finished stock. In contrast to fixed investment, inventories are 
constantly being ‘turned over’ as the production cycle repeats itself, with raw materials being 
purchased, converted first into work in progress, then into finished goods, then finally being sold. 
The amount of inventory investment directly affects company’s profit and cash flow. Inventory 
investment, according to Poljacovic (2006), refers to those goods that businesses put aside in 
storage, including materials and supplies, work in process, and finished goods.  It is the change 
in the stock of materials, works in process, and finished goods within a firm, industry, or entire 
economy over a specified period of time. Kamau and Kagiri (2015) explained that objectives of 
inventory management practices are to minimize inventory investments and to maximize 
customer service. It is a plan to see that, the goals can be inconsistent or even indirectly conflict 
the role of the material’s management which is thus to balance the objective in relation to the 
existing conditions and environmental limitations (Thummalapalli, 2010). Inventory investment 
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is a measurement of the change in inventory levels in a firm from one time period to the next. 
Store managers watch these levels closely, as they are often tied to the level of the firm’s total 
product. If inventory levels go up from one point in time, inventory investment is classified as 
positive, and it is classified as negative if levels fall.  

Inventory Control 

Controlling is a process by which some aspect of system is modified to achieve a desired change 
in system performance. Hailing and Guochao (2011) defined inventory control as a process in 
which the materials and parts carried in stock are regulated within pre-determined limits or set in 
accordance with the policy and procedures implemented or adopted by the manufacturing firms. 
Jeff (2010) points out that inventory control is the process of managing inventory in order to 
meet customer demand at the lowest possible cost and with a minimum investment. In the view 
of Naliaka and Namusonge (2015), inventory control is a mean by which associated materials of 
the right quality and quantity are made available as when required with due regards to the 
economy of shortages, ordering cost, purchase price and working capital. Inventory control 
determines the extent of stock holding materials. It equally makes it possible for material 
manager to carryout accurate and efficient operation of the manufacturing organization through 
decoupling of individual segment of the total operation and it entails the process of assessing of 
stock into store house and the issue of stock. A good inventory control system minimize the 
possibility of delays in production that are caused by lack of materials, permits a company to 
exercise economics in purchasing, essential for an efficient accounting system is deterrent to 
people who might steal materials from factory is desirable to expedite the production of financial 
statement; allows for possible increase in output; insure advantage of quality discount, creates 
buffer between input and output; insures against scarcity of materials in the market and avoid 
inventory build-up (Carter, 2002). There are several inventory control techniques that firms 
could adopt to ensure that all costs are kept at a minimum. These techniques are ABC Analysis, 
Economic Order Quantity, Just in time (JIT), Max-Min System, Periodic Review System, Fixed 
Order Quantity System, Development of inventory catalog, Action Level Methods, and Batch 
control (Indira, 2018). Without material control the entire functioning of storekeeping may either 
be ineffective therefore inventory control gives birth of material control (Sabure, 2020). The 
materials control inhales in itself the entire materials and allied functions. 

Inventory Turnover 

According to Rao and Rao (2009), inventory turnover has to do with “the number of times that 
an inventory “turns over” or cycles through the firm in a year” (p.42). For instance, inventory 
turnover of 12 means the average inventory moves through the firm once per month. It measures 
the speed of goods moves through and replenished by the system (Tipparat & Sawat, 2013). 
Inventory turnover measures the speed at which inventories are moving through the warehouse 
of the company and measures the flow (liquidity) of a main part of its current assets (Marijan, 
Ivan, & Maja, 2015). It also indicates how quickly a company is turning over its inventory. 
Koumanakos (2008) as cited by Namagembe and Munene (2016) further defined inventory 
turnover as the number of times inventory is converted into cash. It is a ratio showing how many 
times a company’s inventory is sold and replaced over a one-year period. Furthermore, inventory 
turnover is the speed at which the trading company sells its inventories or how much turnover the 
average inventory generates in one year. Moridipour and Mousavi (2014) explained that proper 
inventory turnover is in maintaining optimum inventory and proper marketing to sell inventory 
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and in time order. The importance of inventory turnover is to indicate how rapidly the inventory 
is turning into receivables through sales. Generally, a high turnover is indicative of good 
inventory management. A low inventory turnover implies excessive inventory levels than 
warranted by sales activities, slow moving or obsolete inventory. However, a relatively high 
inventory turnover may be a result of low levels of inventory will results in frequent stock outs; 
the firm may be living from hand to mouth. The turnover will also be high if the firm replenishes 
the inventory in small batches (Salawati, 2012). In other words, the ability of rapid inventory 
turnover indicates the success of a company in the use of their investments in inventory that are 
the primary current assets of the manufacturing companies. In addition, quick inventory turnover 
minimizes overstocking and helps keep costs down. On the other hand, an unreasonably long 
inventory holding period may indicate an economic recession, obsolete inventory, poor sales and 
marketing, a change of customer taste or bad inventory management. 

Inventory Record Accuracy 

Inventory accuracy is the ability to predict the true demand of a product (Fisher, 1997). It refers 
to stock audit, which in the view of Bramball (2010) was the most tried and tested method to 
ensure that the book value and actual condition value of company’s physical assets match.  

Rossetti, Buyurgan, Bhonsle, Gumrukcu, & Chittoori (2012) argued that if a discrepancy exists 
between the on-hand quantity and an actual physical count then the record is considered 
inaccurate. Inventory record accuracy for a firm’s SKUs is typically defined mathematically as:  
  % Overall SKU Record Accuracy = Total number of accurate records x 100 
       Number of records checked 
 
The concept of inventory record accuracy has also been linked to inventory record inaccuracy. In 
this respect, the notion of inventory record inaccuracy was introduced by Schrady (1970) as a 
discrepancy between the recorded inventory quantity and the actual inventory quantity physically 
present on the shelf. To measure accuracy and account for discrepancies, firms must audit their 
inventory. This involves the physical counting of the on-hand inventory, the comparison to 
recorded values, and the correction of records as needed. The process for measuring stock 
accuracy is therefore to create records of significant discrepancies regularly, using either picking 
or inventory checking as a basis (or both), and to measure the quantity and size of inaccuracies 
observed. These should be added by category so that an overall figure of accuracy can be 
measured. On the other hand, discrepancy within an inventory record’s quantity field undermines 
the operation of inventory control policies. Inaccurate inventory information leads to ineffective 
replenishment decisions, which, in turn, result in poor service levels and higher inventory costs. 
Researchers such as Namagembe and Munene (2016), and Owolabi and Ajidagba (2014) have 
also indicated that a lack of inventory record accuracy clearly reduce chain profits due loss of 
sales and inventory carry costs, which may run as high as 10 percent of existing profits. The 
techniques of inventory record accuracy demystified in literature include perpetual and periodic 
methods. Both methods provide details of the inventory quantities and values whenever they are 
needed and ensure that the inventory account is updated to reflect the actual value of the ending 
inventory on the balance sheet and the corresponding amount is recorded as cost of goods sold 
(COGS). Kilonzo et al. (2016) explain that an efficient and sound inventory tracking system is 
capable of assisting a firm in maximizing profits. In addition, keeping accurate records help 
firms reduce pilferages and theft as well as maintain ideal levels without distracting operations. 
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Automated Inventory System 

Automation is the replacement of human workers by technology. Vijay (2004) defines 
automation as a technology dealing with the application of mechatronics and computers for the 
production of goods and service. According to Mbuvi, Namusonge, and Arani (2016), 
automation refers to a variety of applications using computer technology, which includes the 
generic software, such as word processing, spread sheet and database applications, or specially 
written records management applications. Computers can be stand alone, or linked using 
networks (LANs, WANs, intranets, or the Internet), and can use a wide range of peripheral 
devices such as scanners, bar code readers, printers and among others. Automation is broadly 
classified into manufacturing and service automation (Kitheka & Gerald, 2014). An automated or 
computerized inventory control system refers to the integration of sub-functions involved in the 
management of inventory into a single cohesive system. It is software installed on the computer 
systems that enables a firm to keep a check on the inventory levels by performing the automatic 
counting of inventories, recording withdrawals and revising the stock balance. It is simply an 
inventory management system that is automated. The driving forces for the implementation of 
automated inventory management by firms include increasing customer requirements, the need 
for networked organizations and the opportunity of networked inventory management (Kitheka, 
2012). But the system itself requires a lot of information processing within and outside the 
organization and the transformation, storage and communication of information about the 
inventory in the stock points as well as in the intermediate processes across the supply chain for 
it to be efficient. The various techniques to automate inventory management include Materials 
Requirement Planning (MRP), Vendor Managed Inventory (VMI), Radio Frequency 
Identification (RFID), Enterprise Resource Planning (ERP), Electronic Point of Sale (E-POS), 
and E- Procurement (Ken et al. 2010; Simchi-Levi et al. 2009; Sople, 2010). 

2.1.2 Operational Performance 

Operational performance described a firm’s operational performance as a measure of how well a 
firm uses its assets from its core operations and generates revenues over a given period of time. 
This measure is thus compared to some given industrial average standard of similar firms in the 
same industry (Mwichigi & Waiganjo, 2014). According to Malonza (2014), operational 
performance encompasses production reliability and defect rates, production cycle time, on time 
delivery, cost of quality and scrap minimization, productivity, and inventory. In the same vein, 
Brown (2008) perceived operational performance as firm’s performance measured against 
standard or prescribed indicators of effectiveness and efficiency. Birech (2011) outlines various 
performance measures as within operations area namely (i) standard individual performance 
measures include: productivity measures, quality measures, inventory measures, lead-time 
measures, preventive maintenance, performance to schedule, and utilization. (ii) Specific 
measures include: Cost of quality - measured as budgeted versus actual, variances - measured as 
standard absorbed cost versus actual expenses, period expenses - measured as budgeted versus 
actual expenses, safety - measured on some common scale such as number of hours without an 
accident, profit contribution – measured in dollars or some common scale. In this study, 
operational performance is expressed as: customer’s satisfaction, competitive advantage, cost 
effectiveness, operational efficiency, customer service delivery, and productivity. 
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Customer Satisfaction 

Morgan and Rego (2006); Fornell (2006) define customer satisfaction as a measure of a firms’ 
customer base in terms of size, quality and loyalty. Customers’ expectations according to 
(Howgego, 2002) are largely dependent on the flexibility of the supply chain partners. Kotler and 
Keller (2006) view customer satisfaction as a person’s feelings of pleasure or disappointment 
resulting from comparing product’s perceived performance (or outcome) in relation to his or her 
expectation. Manufacturing organizations may identify customer satisfaction in terms of on-time 
delivery as well as meeting customer specification needs (Eckert, 2005). Variables such as 
customer needs (having the products immediately and on hand to satisfy the customer’s needs), 
vendor partnerships (sharing of information regarding sales, sales forecasts as well as amount of 
inventory) and data integrity (data on SKU and location which assists in overall inventory 
management) (Lee & Kleiner, 2001) often define customer satisfaction among the manufacturing 
sector. Firms must respond to the changing customers’ needs in the increasing competitive 
environment (Zhang, 2005). 

Competitive Advantage 

Tracey, Vonderembse, and Lim (1999) argue that competitive advantage comprises of distinctive 
competencies that sets an organization apart from competitors, thus giving them an edge in the 
marketplace. They further add that it is an outcome of critical management decisions (Umoh, 
2002). Miltenburg (2005) states that when a manufacturing company can defend and attract 
customers it has competitive advantage, which today is crucial for manufacturing companies’ 
survival (Mescon & Thill, 2006). The sources of competitive advantage are: making the highest-
quality product, providing superior customer service, achieving lower costs than rivals, having a 
more convenient geographic location, designing a product that performs better than competing 
brands, making a more reliable and longer-lasting product, and providing buyers more value for 
the money (a combination of good quality, good service, and acceptable price). Inventory 
management can be competitive advantage by effectively matching supplies of goods with 
demand. Supply chain management involves coordinating internal and external operations to 
achieve timely and cost-effective delivery of goods throughout the system. 

Cost Effectiveness 
Drury (2004) cited in Kinyugo (2014) argued that cost effectiveness deals with cost reduction as 
well as continuous improvement and change instead of cost containment. The term cost 
reduction could be used in place of cost efficiency. According to Kinyugo (2014), cost 
effectiveness consists of those actions that are taken by managers to reduce costs, some of which 
are prioritized on the basis of information extracted from the accounting system. Kinyugo (2014) 
noted that while traditional cost control systems have been applied on a continuous basis in 
organizations, cost effectiveness tends to be applied on an ad hoc basis anytime opportunity for 
cost reduction is identified. Similarly, majority of the approaches that are incorporated within the 
area of cost effectiveness do not necessarily involve the use of accounting techniques. In 
contrast, cost control relies heavily on accounting techniques. Cost reduction is measured by 
evaluating whether the manufacturers’ cost is higher, equal, or lower than their industrial 
competitors.  In addition, manufacturers were asked to respond whether they are lagging, below 
averaged, average, above, or the leader in the industry in terms of meeting customers’ 
requirement. Gourdin (2001) adds that three types of costs must be considered in setting 
inventory levels namely: holding cost, ordering cost and stock out cost. 
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Operational Efficiency 
The term ‘operations’ describe the processes and resources that organization use to produce the 
highest quality products or services as efficiently as possible. Operational efficiency on the other 
hand refers to the capability of an organization to deliver products or services to its customers in 
the most cost-effective manner possible while still ensuring the high quality of its products, 
service and support (Nasra, 2014). Operational efficiency looks at an organization’s capabilities 
and performance. Amarjit, Manjeet, Neil and Harvinder (2016) perceive operational efficiency as 
the extent to which changes in the cash conversion cycle, operating expenses to sales revenue 
ratio, operating cash flow, total asset turnover, total debt to total assets ratio, firm size, and 
operating risk impact the future performance of the firm. Operational efficiency (OE) plays an 
important role in improving current and future firm performance of a business enterprise. In 
order to attain operational efficiency a company needs to minimize redundancy and waste while 
leveraging the resources that contribute most to its success and utilizing the best of its workforce, 
technology and business processes (Muhittin & Reha, 1990). The reduced internal costs that 
result from operational efficiency. 

Customer Service Delivery 
Several definitions of service levels are used in the literature as well as in practice. These may 
differ not only with respect to their scope and to the number of considered products but also with 
respect to the time interval they are related to. According to Wanjoi, Mugo and Wagoki (2013), 
customer service delivery refers to the fulfillment of customer’s orders efficiently, effectively 
and at the minimum cost. It involves meeting customers’ expectations with regard to order 
fulfillment through shorter lead times, consistent and on time delivery, complete orders, quicker 
response to customer requirements and ability to meet unique and special requests of the 
customers (Chopra & Meindl, 2004). Inventories offer service in terms of satisfying customer 
demand. Inventory influences the time and costs of service. The location of inventory determines 
the time in which the customer will be served while a company policy concerning the economic 
order quantity, safety stocks, placement procedures and time will determine the cost at which the 
customer will be served. In many cases, increasing customer service levels involves adding 
personnel and increasing overall expenditures. Unfortunately, these additional expenses can 
erode profitability. One proven method for increasing customer service without incurring 
additional long-term expenses is the implementation of an inventory management system. 

Productivity 
Productivity is an overall measure of the ability to produce a good or service. More specifically, 
productivity is the measure of how specified resources are managed to accomplish timely 
objectives as stated in terms of quantity and quality. Productivity may also be defined as an 
index that measures output (goods and services) relative to the input (labor, materials, energy, 
and so on., used to produce the output). Kamau (2011) argue that the concept of productivity is 
linked closely with the issues of efficiency and encompasses several efficiency elements such as 
price efficiency, allocative efficiency, technical efficiency and scale efficiency. The overall 
productivity level of an organization depends on all these elements (Kamau, 2011). Efficiency, 
however, is generally seen as the ratio of the time needed to perform a task to some 
predetermined standard time. In production management, productivity can be measured in two 
main ways, the partial-factor productivity, which is the ratio of output (measured in specific 
units) to any input (also measured in specific units), and total factor productivity (TFP), which is 
the ratio of total outputs to total inputs used in production (Kamau, 2011). Partial measures can 
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be defined for specific operational attributes such as total revenue per labour unit, expenses as a 
percentage of total assets, and return on assets. In contrast, TFP measures estimate the overall 
effectiveness of utilization of inputs to produce the outputs. Production frontier analysis (PFA) 
and index number approaches can be used to estimate TFP. 

2.2 Theoretical Review  

This section reviews the theoretical framework on which the concept of Inventory Management 
Practices for operational performance is anchored on. Inventory Management is based on many 
theories of which this study was supported by the following theories: Deterministic Inventory 
Model (DIM), Resources Based View theory (RBV), Adaptive Structuration Theory (AST), 
Theory of Constraints (TOC). 

Deterministic Inventory Model  
The Economic Order Quantity (EOQ) is one most common deterministic inventory models. The 
EOQ is a mathematical model formulated within the scope of operations management to 
determine the optimal inventory level. EOQ is the level of inventory that minimizes total 
inventory holding costs and ordering costs.   

Ross, Westerfield, Jaffe, and Jordan (2011) stated that Economic Order Quantity (EOQ) model is 
an approach of determining the optimal inventory level that takes into account the inventory 
carrying costs, stock-out costs and total costs which are helpful in the determination of the 
appropriate inventory levels to hold. The model was developed by F. W. Harris in 1913 and is 
also known as Wilson EOQ model, who critically analyzed the model. The EOQ only applies 
when demand for a product is constant over the year and that each new order is delivered in full 
when the inventory reaches zero. There is a fixed cost charged for each order placed, regardless 
of the number of units ordered. There is also a holding or storage cost for each unit held in 
storage (William, 2007). EOQ is used to obtain the optimal number of units of the product to 
order so that to minimize the total cost associated with the purchase, delivery and storage of the 
product. 

Blackburn (2010) is among researchers who agree that EOQ is one of the models widely used to 
manage inventory in many industries. Economic Order Quantity approaches have proven to be 
effectively inventory management technique when the demand and lead time are relatively 
stable, as well as when significant variability and uncertainty exist. However, the use of EOQ 
model has shown increase in some costs as other costs decline, an example of ordering costs 
declines with the inventory holdings, while holding costs rise and the total inventory associated 
costs curve have a minimum point. Another disadvantage of EOQ is that it ignores the need to 
have buffer stocks, which are maintained to cater for variations in lead-time and demand making 
it difficult to be observed in practice. In addition, the EOQ model not account for seasonal or 
economic fluctuations and is most limited by the assumption of a one-product business, and the 
formula does not allow for combining several different products in the same order. 

Resources Based View theory (RBV) 

Resource based view theory is a major research theory in strategic management propounded in 
order to understand the source of sustained competitive advantage of a firm. The theory was 
initiated in the mid-1980s by Wernerfelt (1984), Rumelt (1984) and Barney (1986). Resource 
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based view theory proposed that there are two major sources of competitive advantage within the 
internal environment of an organization that are important to the preparation of firm strategy and 
the efficient and effective application of these resources can enable organization to achieve 
sustainable competitive advantage (Ringim, Razalli, & Hasnan, 2012). These sources are 
identified as assets which are either tangible or intangible in nature. Resource based view theory 
also argue that in order to achieve competitive advantage, an organization’s unique combination 
of resources must be economically valuable, rare, difficult to imitate and non-substitutable 
(Wiranttanapornkul, 2012). 

Resource based view theory holds two major assumptions which state that resources must be 
heterogeneous in nature. The heterogeneous nature of resources assumes that firms achieve 
competitive advantage when organization makes use of resources that are significantly different 
from that of competitors (Kim, Shin, kim & Lee, 2011). The second assumption of resource-
based view theory is that firm’s resources are non-movable and non-transferable that is, 
resources attributed to a particular company do not move from one company to another at least in 
a short run (Akio, 2005). A company achieves a competitive advantage when it has key 
resources (these can be physical resources, human resources or organizational resources) that its 
competitors do not have (Barney, 1991). 

In the context of resource-based view, a firm might lose its competitive advantage if important 
inventory management skills are scarce or getting lost as they are not easily duplicated or 
substituted. Inventory management skills are valuable as they help providing supply strategies 
for future needs and developing supply management strategies to support company strategies 
(Carr & Pearson, 2002). Sulastri (2006) argued that RBV approach is useful by employing 
various strategies in controlling inventories in the organization through optimal utilization and 
allocation to be more competitive and improve on performance. However, the RBV has been 
largely criticized by several critics. One of the major draw backs of resource-based view theory 
raised by critics is that the theory is operationally invalid in the sense that this theory is only 
applicable in a static environment which is not the case for real life situation (Therious, 
Aggelidis, & Theriou, 2009). Resource based view theory has been largely criticized from the 
dynamic point of view and this view remains the most prominent of all other critical views. 

Adaptive Structuration Theory 
Structuration theory was proposed by Anthony Giddens in his Constitution of Society in 1984, 
which was an attempt to reconcile social systems and the micro/macro perspectives of 
organizational structure. Structuration theory demonstrates that ICTs are structured by users in 
their contexts of use (Barley 1986; Orlikowski, 1992; Walsham, 1993; Weick, 1990). The AST 
has been applied to various aspects of organizational communication by many researchers, 
particularly in ICT use (e.g., Contractor & Seibold, 1993; DeSanctis, Snyder, & Poole, 1994; 
DeSanctis & Poole, 1994; Poole & DeSanctis, 1990; Poole & DeSanctis, 2004; Scott, Quinn, 
Timmerman, & Garrett, 1998). AST provides the model whereby the interaction between 
advancing information technologies, social structures, and human interaction is described, and 
which focuses on the social structures, rules, and resources provided by information technologies 
as the basis for human activity. AST specifically focuses on changes that occur when ICTs are 
introduced in social settings and communication processes.  AST assumes that the effects of 
ICTs are not a function of the ICTs themselves but of the way they are used. Structures, like 
ICTs, can be divided into structural features and spirits. Structural features deal with the specific 
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rules, resources, and capabilities of the technical parts of ICTs, while spirit deals with the 
intention that the technology features. The spirit of an ICT involves “the general goals and 
attitudes the technology aims to promote” (Poole & DeSanctis, 1990). 

AST is a viable approach in studying how information technology affects effective inventory 
management in an organization because it examines the change from distinct perspectives 
(Kingori, & Ngugi, 2014; Koin, Cheruiyot, & Mwangangi, 2014; Ondari & Muturi, 2016). The 
reason why Poole and DeSanctis added the concept of adaptive is that adaptation to a situation is 
seen as the primary goal of action. Hence, the approach accepts different outcomes under 
identical conditions. AST is relevant in today’s inventory management practice due to the 
expanding influence that advancing technologies have had with regard to the human- interaction 
aspect of AST and its implication on socio-biologically inspired structuration in security 
software applications (Ramakrishna, 2005). AST theory presents specific advances in 
information technology that are driving organizational changes in the areas of business 
alignment, IT planning, and development show that AST is being used as a driving force of 
effective management within organizations. The study will use the theory to investigate how 
complexity of inventory management is influenced by Information Technology (Ramakrishna, 
2005). In conclusion, AST is a viable approach in studying how information technology affects 
effective inventory management in an organization because it examines the change from distinct 
perspectives. 

Theory of Constraints  
Theory of Constraints (TOC) is a management philosophy developed by Goldratt (1984) in his 
book, ‘The Goal’ that is geared to help organizations continually achieve their goals. The Theory 
of Constraints facilitates the examination of assumptions underlying traditional manufacturing 
rules, policies, and measures (Stein, 1997). It focuses on the few critical constraints that limit the 
success of the system (Gary, 2014). Further, it precludes sub optimization by ensuring that 
solutions to complex problems are effective at the company level. It aimed to initiate and 
implement breakthrough improvement through focusing on a constraint that prevented from 
achieving a higher level of performance (Nwangangi, et al., 2015). It postulates that an 
organization is a system, and every system has at least one constraint limiting it from achieving 
its goal of making (more) money. In order to improve the performance of the system, these 
constraints must be identified (described) and corrective measures taken (a prescription). 
Identifying the constraints help to focus the limited resources to the weakest part for the system 
to improve. 

Theory of Constraints provides a global system methodology that promotes achieving the 
organizational goal of making more money both now and in the future (Lakshmii & 
Ramakrishna, 2012). Cyplik, Hadaś, and Domański (2009) stated that the Theory of Constraints 
approach could be used to guide a single firm to concentrate on exploiting resources based on 
different logistics cost along the supply chain. This study is concerned with inventory as 
constraint that can be focused on to cause system improvement. The approach uses certain 
parameters to ensure appropriate levels of inventory. These parameters are: a) inventory is held 
as close as possible to the demand and source to ensure quick shipping of goods. b) Upper limits 
of stock are kept by having buffer inventory. c) Quick placement of orders whenever inventories 
decrease d) buffer inventory should always be adjusted to reflect changes in the rates of demand. 
There are constraints that complicate successful inventory management: uncertain demand, costs 
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lead times, production prices and so on (Gunus & Guneri, 2007). Underlying this research is the 
belief that inventory management in Flour Mills companies is faced with some challenges such 
as escalating inventory costs, untrained personnel, inaccurate record keeping and demand 
variability. The Theory of Constraints used to help Flour Mills companies in inventory 
management. By Theory of Constraints methodology, a logistics was analyzed by means of a 
holistic view, in other words, it was defined as a group of dependent elements and, therefore, 
logistics performance was dependent on the efforts of inventory management. Every system 
must have had at least one constraint, and this was explained by the fact that if there were 
nothing to limit the system’s performance, it would have been infinite (Bowersox, Closs, & 
Cooper, 2010). Theory of Constraints was therefore useful in accessing the influence of 
inventory management on performance of flour milling companies in Nigeria. 

2.3 Empirical Review 

Inventory Shrinkage and Customer’s Satisfaction  

Mazanai (2012) stated that stock shortages are a headache for most organizations as expressed by 
and it leads to customer’s dissatisfaction which eventually leads to low performance of a firm. 
Kurano, Grigore, Devika and Senthikumar (2014) in their used statistical process monitoring 
tools with inventory levels and stock – outs as key metrics in achieving proactive inventory 
policy intervention in the context of cooperative supply chains. Their results showed the 
possibility of detecting out-of-control supplier signals beforehand and significantly reducing 
stock-outs through dynamic adjustments of inventory level. Carl and Shaun (2014) conducted a 
research on the assessment to Determine the Impact of Retail Shrinkage on the Sustainability and 
the Profitability of the XYC Franchise Retailer Stores in the Western Cape Region of South 
Africa”. The findings revealed that a definite link exists between shrinkage and store 
profitability. Also, the findings revealed that shrinkage reduction presents an opportunity for the 
average XYC Franchise owner to increase their profitability. 

Inventory Investment and Competitive Advantage  

Godfrey (2010) conducted a research on financial Stability, inventory Investment, and 
profitability of SMEs. The findings revealed that inventory investment is sensitive to SMEs 
competitive advantage. Likewise, Gaur and Bhattacharya (2011) conducted a study on the 
linkage between the performance of the components of inventory such as raw material, work in 
progress and finished goods and financial performance of Indian manufacturing firms. The study 
revealed that finished goods inventory as inversely associated with business performance while 
raw material inventory and work in progress did not have much effect on same. They 
emphasized that instead of focusing on total inventory, an attempt should be made to concentrate 
on individual components of inventory so as to adequately manage the same. Cagliano, 
DeMarco, Rafele and Volpe (2011), argued that adoption of inventory management systems has 
huge initial cost implications for the firm but the firm stands to benefit in the long run. Some of 
the benefit of adopting inventory management stated by Cagliano et al., (2011) are: increased 
operational efficiency, lower institutional and operational costs, shorter leads-times and reduced 
inventory. 
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Inventory Control and Cost Effectiveness  

Farzaneh (2012) presents a mathematical model to assist companies in their decision to switch 
from the economic order quantity (EOQ) to the Just in Time (JIT) purchase policy. The author 
highlights that the economic order quantity model focuses on minimizing the inventory costs 
rather than on minimizing the inventory. From the mathematic model presented, Farzaneh (2012) 
concludes that JIT can eliminate the storage, capital, insurance, ordering and transportation costs.  
Ogbo, Onekanma, and Wilfred (2014) assessed the impact of effective inventory control 
management on organizational performance of 7up Bottling Company in Enugu, Nigeria. The 
study revealed that flexibility in inventory control management is an important approach to 
achieving organizational performance. It was found that organizations benefit from inventory 
control management by way of easy storage and retrieval of material, improved sales 
effectiveness and reduced operational cost. Sani (2014) examined application Inventory Control 
Models for Agricultural Business Managers in Nigeria. The study revealed that inventory control 
is the centre stage of entrepreneurial existence, survival, growth and sustainability. Also, the 
study established that inventory is a road map that gives direction to a new business for making 
decisions about management of cash, raw materials, finished goods and receivables. The findings 
revealed that the risks associated with daily business deliveries are high. 

Inventory Turnover and Operational Efficiency 

Andreou, Louca, and Panayides (2015) examined the impact of vertical integration on inventory 
turnover and operating performance” using a causal model. The study revealed that vertical 
integration has a positive effect on raw materials inventory (RMI) and finished goods inventory 
(FGI) turnover but no significant effect on work in progress inventory (WIPI) turnover. FGI 
contributes to a reduction in supporting processes costs which causes an improvement in Return 
on Sales (ROS). Vertical integration impacts ROS directly. In United State of America, Chen, 
Frank, & Wu (2007). investigated whether the inventory turnover for U.S. retailers and wholesale 
firms have improved or not over the period from 1981 to 2004. They find that the average 
inventory that the firms carry decrease in manufacturing and wholesale firms, so wholesale firms 
increased their inventory turnover year by year. On the other hand, until 1995, inventory 
turnover ratios of retail firms remain stable. After 1995, retail firms started to improve the 
inventory turnover. Aghazadeh (2009) presented the correlation between company’s annual 
inventory turnover and its performance in retail industry. Using an empirical model, the author 
finds that future stock performance could be predicted by an indicator, which is the variance of 
annual inventory turnover of the firms. Various firms in different segments are analyzed in terms 
of their inventory turnover ratios. The author concludes that if managers are able to control 
inventory turnover, both stock performance and management quality of firms are affected 
positively. 

Inventory Record Accuracy and Customer Service Delivery  

Kök and Shang (2004) discussed inventory record inaccuracy in a single stage inventory system 
with a single item where backlogging is allowed. The aim of the study is to find a joint 
inspection and replenishment policy minimizing total cost over a finite horizon. The study shows 
that an “inspection adjusted base-stock policy (IABS)” is optimal for a single period whereas, 
another cycle counting heuristic “Cycle Count Policy with State Dependent Base-Stock Levels 
(CCABS)” is nearly optimal for a finite horizon. The trade-off between inventory inspection and 
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its associated costs is discussed. In the cases where the cost of putting into effect the inspection is 
high, then carrying more inventory in order to hide the effects of inventory inaccuracy is 
suggested. Thiel, Hovelaque, and Vo (2010) studied the impact of inaccurate inventories on a 
multi-product batch production line with fixed capacity. Their research reveals that there is a 
non-monotone relationship between the inventory inaccuracy rate and the service quality level of 
different products sharing the same production line with fixed capacity and product priorities, in 
which the service level initially increases and then declines as the inaccuracy rate increases. 

Automated Inventory System and Productivity  

Automation of inventory control could be a better solution, which is a set of hardware and 
software-based tools that automates the process of inventory management. Owoeye et al (2014) 
established that the use of computer programmed software in inventory management is the best 
tool to maintain stock levels that set the three main costs, holding cost, ordering cost and stock-
out costs are at a minimum. Mbuvi, et al. (2016) examined the factors affecting automation of 
inventory management in micro, small and medium enterprises in Kenya. The study revealed 
that automation of inventories had positive impacts on the productivity of small and medium 
enterprises in Kenya. Wanjohi, Mugo and Wagoki (2013) examined effectiveness of electronic 
inventory systems on customer service delivery in selected supermarkets in Kenya. The, the 
study indicates that majority of the supermarket chains had integrated the use of electronic 
inventory systems which had enhanced effective customers service delivery and also lead time 
had also been influenced positively the use of electronic inventory systems as well as the quality-
of-service delivery which in turn led to effective customers service delivery. Haiyan and 
Ranathunga (2015) empirically studied automated inventory management system with Bayesian 
inference Algorithm. The study investigated two major asset-tracking practices; manual or 
barcode inventory management system versus automated inventory management system and they 
empirically validate both systems with modeling, simulation and observation of the system 
performance. The results statistically indicate strong support for the improvement of efficiency 
and accuracy of automated inventory management system. 

2.4 Conceptual Framework 

The theoretical review provided the basis for the development of the conceptual framework for 
the study. The study tested hypothetical model arising from the conceptual framework displayed 
in figure 1. 
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Figure 1: Conceptual framework of the relationship between Inventory Management Practices 
and Operation Performance 
Source: Researchers’ Conceptualisation from Review of Literature (2020) 

3. METHODOLOGY 

Research Design 

This study adopted a cross-sectional survey research design. The research design was chosen 
because it facilitates the collection of a considerable amount of data quickly, efficiently and 
accurately (Oso & Onen, 2005). Nyabwanga and Ojera (2012), and Nsikan, et al. (2015) used 
cross-sectional survey research design in their studies.  

Population of the Study 

The Nigeria Flour Mills Industry comprised of 22 players segmented on the basis of their 
installed capacity owned by 11 milling groups in Nigeria. The primary population for this study 
consisted of all the flour mills companies in Nigeria and the secondary population was all flour 
mills companies listed on the Nigerian Stock Exchange. The target population therefore consists 
of two thousand, two hundred and thirty-seven (2,237) employees in charge of inventory 
management and policy of the leading and quoted flour milling companies operating in Nigeria. 
They are Dangote Flour Mills, Flour Mills of Nigeria Plc, and Honeywell Flour Mill Plc. These 
companies control over 65% of the market (Leadcapital, 2016). They have a total installed 
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capacity (production) of 15, 360 metric tons per day with Flour Mills of Nigeria Plc controlling 
49% (Sterling Capital, 2016).  

Sampling Frame 

This is a list, directory or index of cases from which a sample can be selected (Mugenda & 
Mugenda, 2013). Therefore, the population of the study covered all flour mills companies that 
are listed on the Nigerian Stock Exchange. Out of the four (4) flour milling companies listed on 
the Nigerian Stock Exchange, three (3) flour milling companies have been selected for the study 
area. 

Sample Size Determination 

The sample size for this study was determined using table of sample size determination 
developed by Krejcie & Morgan in 1970 and obtained from the Research Advisors (2006). At 
0.035 margin of error and 95% confidence level, the sample size for this study is 597. However, 
to provide for the instruments that may not be returned, 30% of the sample size was added and 
that brings the sample size to approximately 776 (Israel, 2010).  

Sampling Technique 

A multiple sampling technique was adopted in selecting the sample from the working population 
of this study. These included stratified sampling technique in the selection of listed flour milling 
companies on the Nigeria Stock Exchange among the 22 players in the industry. The 
proportional stratified sampling technique in the distribution of questionnaire to the three (3) 
listed flour milling companies in Lagos State. And random sampling method, in selecting the 
final respondents from each flour milling company. 

Research Instrument 

The data gathering instrument that was used in this study was structured questionnaire. A six (6) 
point modified Likert-scale type was used to elicit response for every question in the 
questionnaire, and this would cover two extremes of ‘very often’ and ‘rarely’ and ‘very high’ and 
‘very low’. The questionnaire consisted of three (3) sections: section A deals the demographic 
variables; section B focused on inventory management practices while section C focused on 
operational performance. The questionnaire was adapted from previous researches related to the 
study.  

Pilot Study 

A pilot study was conducted at Standard Flour Mills Ltd and Crown Flour Mills Limited located 
in Lagos State using 78 staff (10% of sample size). The data obtained through the pilot study was 
thereafter used for assessing reliability and validity of the instrument. Content and construct 
validity were carried out. The content validity was ascertained by discussing the research 
instrument with experts in the field of operations research. The construct validity of all the 
variables was established through an exploratory factor analysis (EFA) different from principal 
component analysis (PCA) used to determine sampling adequacy. All the questionnaire items 
load very high under each of the variable (see Appendix). Also, construct validity was confirmed 
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by assessing for convergent validity using the Average variances extracted (AVEs) which were 
all found to be above 0.5. 

Reliability is the degree of consistency in assignment of similar words, phrases or other kinds of 
data to the same pattern or theme by different researchers (Hussey & Collis, 2009). Internal 
consistency method was used to by the researcher to ascertain the reliability of the instrument 
and is used for three-, four-, five- or six-point Likert scale items with 0.7 being the cut-off point 
(Akpa, Akinlabi, & Okusanya, 2021). The Cronbach ‘s Alpha coefficients for all the variables 
range from 0.797 to 0.952.  

Method of Data Collection 

The primary sources were used in gathering data for this study. The primary data were collected 
by use of the questionnaire. The instrument consists of three (3) sections: section A deals with 
the demographic variables in which the respondents were asked to provide some basic 
background information; section B was focused on inventory management practices while 
section C was put in place to assess operational performance. The questionnaire was adopted 
from combination of sources and modified to meet the need of this study. Inventory shrinkage, 
Inventory Control and Inventory Investment questions were obtained from Raymond, Vincent, 
Mercy, & Bellah (2015); Oballah et al. (2015); Kamau and Kagiri (2015); Automated inventory 
system questions were gathered from Kitheka and Gerald (2014); Kitheka (2012). Productivity 
questions were collected from Ndirangu (2014); Nyabwanga & Ojera, (2012). Inventory 
Turnover items was gathered from the study of Kamau and kagiri (2015); Jefwa and Owo(2015). 
Inventory record accuracy items was obtained from Jefwa and Owuor (2015) and Enemuo and 
Nwazuruike (2012); Automated Inventory System questions were from Kitheka and Gerald 
(2014); Kitheka (2012); Customer Satisfaction and Competitive Advantage items were gathered 
from Thogori and Gathenya (2014); Cost Efficiency and Customer Service Delivery from 
Nwangangi (2016); Operational Efficiency from Onyoni (2015) while Productivity were from 
the studies of Ndirangu (2014); and Nyabwanga and Ojera, (2012). A six-point modified Likert 
scale type was used to elicit responses for every question in the questionnaire, and this would 
cover two extremes of ‘very often’ and ‘rarely’ and ‘very high’ and ‘very low’. This scale is 
expected increase the reliability of the responses; and also, to gain more effective screening 
power (Sin & Tse, 2002; Osuagwu, 2006). 

Method of Data Analysis 

Data was analyzed using Statistical Package for Social Sciences (SPSS version 24.0). All the 
questionnaires received were referenced and items in the questionnaire coded to facilitate data 
entry. Descriptive statistics and inferential data analysis were done using Pearson product-
moment correlation and regression analysis. A regression was used because the procedure uses 
two or more independent variables to predict a dependent variable. The p-value at the 0.05 level 
of significance was used as decision criterion. 

4. RESULTS AND DISCUSSION 

Response Rate 

A total of 776 questionnaires were administered, 641 were filled and returned, which represent 
82.60% response. The other 135 questionnaires were lost or not included in the analysis, due to 
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the problems from respondents and some contained incomplete information. This was considered 
sufficient for this study in line with Jankowicz (2000) recommendation that a response rate of 
80% and above is excellent while that of between 60% and 80% is just sufficient for a study. 

Testing of hypotheses  

The hypotheses formulated for the purpose of this research are stated in negative forms. The 
hypotheses specified different relationships between the variables under the study. In the testing 
and analysis of the hypotheses, the statistical test adopted are Regression analysis and 
correlation. 

Hypothesis 1 

H01: Inventory shrinkage has no significant effect on customers’ satisfaction of the selected 
Flour Mills companies in Nigeria. 

Table 1: Summary of Linear Regression Analysis of Inventory Shrinkage on Customers’ 
Satisfaction  
Coefficients 
Model Unstandardized 

Coefficients 
Standardized 
Coefficients 

t Sig. 

B Std. Error Beta 
1 (Constant) 22.054 .431  51.168 .000 

Inventory 
Shrinkage 

-.134 .015 -.338 9.066 .000 

R = -0.338; R2 = 0.114; F(1,640) = 82.196, p<0.05 
a. Dependent Variable: Customer Satisfaction  
Source: Author’s Compilation 

Findings on Table 1 revealed that inventory shrinkage has a significant Negative effect on 
customers satisfaction (β = -0.134, t = 9.066, p<0.05). The regression coefficient was -0.134. 
This implies that customer satisfaction decreases when the level of inventory shrinkage rises. 
That is, for every unit increase in the incidence of inventory shrinkage, customers’ satisfaction 
falls by 0.134. The result shows that inventory shrinkage and customers’ satisfaction move in the 
opposite direction (that is, has inverse relationship). This finding is supported by F-statistic of 
82.196 and p-value of 0.000 which is less than the adopted level of significance 0.05. The model 
R2 was 0.114, which implies that 11.4% of the variations in customer satisfaction are explained 
by inventory shrinkage. 88.6% variations of customer satisfaction cannot be explained by 
inventory shrinkage in this study necessitating interrogations through research on other variables 
influencing customer satisfaction in this industry. The p-value equals to 0.000 indicates that 
inventory shrinkage significantly affects customers’ satisfaction of the selected Flour Mills 
companies in Nigeria. Therefore, the null hypothesis one (H01) is hereby rejected.  
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Hypothesis 2 

H02: Inventory investment has no significant influence on the competitive advantage of the 
selected Flour Mills companies in Nigeria. 

Table 2: Summary of Linear Regression Analysis of Inventory Shrinkage on Customers’ 
Satisfaction  
Coefficients 
Model Unstandardized 

Coefficients 
Standardized 
Coefficients 

t Sig. 

B Std. Error Beta 
2 (Constant) 30.782 1.490  20.664 .000 

Inventory 
investment 

.590 .061 .723 9.672 .002 

R = 0.723; R2 = 0.522; F(1,639) = 9.754, p<0.05 
a. Dependent Variable: Competitive Advantage 
Author’s Compilation 

The results as displayed on Table 2 shows that inventory investment has a significant Positive 
influence on competitive advantage of the Flour Mills companies (β = .590, t= 9.672, p<0.05). 
The t value of 2.547 and p-value of 0.001, implies that the coefficient of the model parameter is 
statistically significant at p<0.05. The regression coefficient indicates that taking all other 
independent variables at zero, a unit increase in inventory investment will lead to a 0.590 
increase in competitive advantage of the selected Flour Mills companies in Nigeria. The finding 
revealed that inventory investment influence competitive advantage with F-statistics of 9.754 and 
p-values of 0.002 which is less than the significance level of 0.05 adopted for this work. Table 2 
shows that inventory investment is responsible for 52.2% variance in competitive advantage. 
Hence, inventory investment is significant and it can be said that inventory investment has 
significant and positive influence on competitive advantage. The null hypothesis two (H02) is 
also rejected. 

Hypothesis 3 

H03: There is no significant relationship between inventory control and the cost efficiency of the 
selected Flour Mills companies in Nigeria. 

Table 3: Summary of Correlation Analysis between Inventory Control System and Cost 
Effectiveness 
 Inventory Control 

System 
Cost  

Efficiency 
Inventory  

Control System 

Pearson Correlation 1 .775* 
Sig. (2-tailed)  .000 
N 641 641 

Cost  

Efficiency 

Pearson Correlation .775* 1 
Sig. (2-tailed) .000  
N 641 641 

Source: Field Survey Result, 2016 
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Table 3 show that the relationship between inventory control system and cost efficiency is strong 
and positive (r = 0.775, p<.05). This relationship was significant at p = 0.000 which is less than 
the level of significance 0.05 adopted for the study. This means that as the value of inventory 
control system increases, so does the value of cost effectiveness. Therefore, we reject the third 
null hypothesis, implying that the relationship between inventory control and cost effectiveness 
of the selected Flour Mills companies in Nigeria is significant. 

Hypothesis 4 

H04: Inventory turnover has no significant effect on the operational efficiency of the selected 
Flour Mills companies in Nigeria. 

Table 4: Summary of Linear Regression Analysis of Inventory Turnover on Operational 
Efficiency 
Coefficients 
Model Unstandardized 

Coefficients 
Standardized 
Coefficients 

t Sig. 

B Std. Error Beta 
3 (Constant) 30.133 1.657  18.186 .000 

Inventory 
Turnover 

.339 .053 .604 6.396 .001 

R = 0.604; R2 = 0.364; F(1,639) = 6.948, p<0.05 
a. Dependent Variable: Operational Efficiency 
Author’s Compilation 

Results of linear regression analysis of inventory turnover and operational efficiency is presented 
in Table 4. The result in Table 4 revealed that inventory turnover has positive and significant 
effect on operational efficiency of flour mills companies in Nigeria with β = .339, F ratio of 
6.948, t value of 6.396 and P-value of 0.000 which is less than the level of significance 0.05 
adopted for the study (β = .339, F = 6.948, t = 6.396 p<0.05). The F-statistics implies that the 
regression of inventory turnover on operational efficiency is statistically significant at p<0.05. 
The t-value implies that the coefficient of the model parameter is statistically significant. The 
regression coefficient shows that a unit increase in inventory turnover would increase operational 
efficiency of the selected Flour Mills companies by 0.339 units. In addition, the results further 
show that 36.4 percent of the variation in operational efficiency is explained by inventory 
turnover (R2 = 0.364, p<0.05), which is significant. However, the model does not explain 63.6 
percent of the variation in operational efficiency, suggesting that there are other factors 
associated with inventory turnover, which were not captured in the regression model. This result 
implies that inventory turnover has a significant and positive effect on the operational efficiency 
of the selected Flour Mills companies. Based on the findings, the null hypothesis four (H04) is 
therefore rejected. 

 

 

 

Hypothesis 5 
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H05: There is no significant relationship between inventory record accuracy and the customer 
service delivery of the selected Flour Mills companies in Nigeria. 

Table 5: Summary of Correlation Analysis between Inventory Record Accuracy and 
Customer Service Delivery 
 Inventory 

Record 
Accuracy 

Customer 
Service Delivery 

Inventory Record Accuracy Pearson Correlation 1 .559* 
Sig. (2-tailed)  .000 
N 641 641 

Customer Service Delivery Pearson Correlation .559* 1 
Sig. (2-tailed) .000  
N 641 641 

*. Correlation is significant at the 0.05 level (2-tailed). 
Author’s Compilation 

The result on Table 5 shows a positive and moderate correlation between inventory record 
accuracy and the customer service delivery (r = .559, p<.05). This correlation is statistically 
significant at p = 0.000 which is less than the level of significance 0.05 adopted for the study. 
This implies that as the value of inventory record accuracy increases, so does the value of 
customer service delivery. Hence, the null hypothesis five (H05) is hereby rejected.  

Hypothesis 6 

H06: Automated inventory system does not have significant influence on the productivity of the 
selected Flour Mills companies in Nigeria. 

Table 6: Summary of Linear Regression Analysis of Automated inventory system on 
Productivity 
Coefficients 
Model Unstandardized 

Coefficients 
Standardized 
Coefficients 

T Sig. 

B Std. Error Beta 
1 (Constant) 47.483 1.465  32.412 .000 

Automated Inventory 
System 

.614 .241 .691 2.547 .001 

R = 0.691; R2 = 0.477; F(1,639) = 62.805, p < 0.05 
a. Dependent Variable: Productivity 
Author’s Compilation 

Table 6 above presents the results of linear regression analysis for automated inventory system as 
a predictor of productivity. The result shows that automated inventory system has a positive and 
significant influence on firm productivity (β = .614, p<0.05). The t value of 2.547 and p-value of 
0.001, implies that the coefficient of the model parameter is statistically significant at p = 0.001 
which is less than 0.05 adopted for the study. The result in Table 6 shows that the correlation 
coefficient (0.691) indicates a positive and statistically significant relationship between 
automated inventory system and productivity. The R-squared statistic, as explained by the fitted 
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model, implies that about 47.7% of the total variation in the measure of productivity is explained 
by the variations in automated inventory system. The ANOVA results are statistically significant, 
with F-value of 62.805 and p < 0.05. Therefore, the null hypothesis (H06) is rejected, and hence it 
can be concluded that automated inventory system has a significant influence on productivity of 
the selected Flour Mills companies in Nigeria. 

4.1 Discussion and Conclusion 

Inventory Shrinkage and Customer’s Satisfaction 

The study sought to determine the effect of inventory shrinkage on customer’s satisfaction of the 
selected Flour Mills companies in Nigeria. From the findings, the study revealed that inventory 
shrinkage has a negative and significant effect on customer’s satisfaction of the selected Flour 
Mills companies in Nigeria. It shows that excessive stock-out could specifically leads to loss of 
production time, low-capacity utilization, and inability to meet production targets (Akindipe, 
2014). The result of this hypothesis supports the finding of (Bowersox, Closs, & Cooper, 2010; 
Kwadwo, 2016; Ogonu, Ikegwuru, & Nwokah, 2016; Nsikan, et al., 2015; Nwangangi, Guyo, & 
Arasa, 2015) that lean inventory management system emerged as the most significant positive 
impact on customer satisfaction. Cacioappo (2000) indicated that dissatisfied customers have the 
tendency to tell nine others while customers who are satisfied have the tendency to tell five other 
people about company’s products and services and the way there were handled. Mehfooz and 
Muhammad (2012) added that loyal customers are six times more likely to repurchase or 
recommend the purchase of the product or service to someone else. Some other studies have 
shown that on average, four percent of the customers will be dissatisfied or complain about the 
product and/or service. Eckert (2007) claimed that a well-managed system of inventory has a 
direct linkage to customer satisfaction. Widing (2003) affirms that customers derive more 
satisfaction when suppliers are able to respond and fulfill their orders in a given time period. 
This desire to satisfy the customer enables the supply chain member to accumulate buffers 
stocks. 

Inventory Investment and Competitive Advantage 

The study further sought to examine the influence of inventory investment on the competitive 
advantage of the selected Flour Mills companies in Nigeria. The results of the analysis that 
inventory investment significantly affects competitive advantage of the selected Flour Mills 
companies in Nigeria. These results are consistent with the result of Naliaka and Namusonge 
(2015) and Suhong, et al. (2006). They discovered that higher levels of inventory investment and 
SCM practice led to enhanced competitive advantage and improved organizational performance. 
Their study also revealed that competitive advantage has a direct, positive impact on 
organizational performance. This can be explained easily because of the impact of the inventory 
investment, has widely discussed in the literature. However, the result is in contrast with the 
findings of Koumanakos (2008) who found a negative relationship between inventory investment 
and competitive advantage. Capkun et al. (2009) also found a negative association between 
inventory investment and profitability of manufacturing firms and, therefore, indicated that firms 
that decrease inventory relative to sales increase both gross profit and operating profit. The 
researchers also claimed that negative effect of inventory investment on profitability is more 
severe in financially constrained manufacturing firms. 
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Inventory Control and Cost Effectiveness 

The study further sought to find out the relationship between inventory control and cost 
effectiveness of the selected Flour Mills companies in Nigeria. The finding reveals there was a 
positive and statistically significant relationship between inventory control system and cost 
efficiency of selected Flour Mills companies. The finding of this study is in consonance with the 
findings of Enemuo and Uwazuruike (2012), Farzaneh (2012), Odiro (2014), and Takim (2014), 
who found that effective optimization of inventory control models such as economic order 
quantity (EOQ) and Just in Time (JIT) can eliminate the storage, capital, insurance, ordering and 
transportation costs, thereby improves cost minimization. The finding also corroborated the 
finding of Ogbo, et al. (2014) that there is a relationship between operational feasibility, utility of 
inventory control management in the customer related issues of the organization and cost 
effectiveness technique are implemented to enhance the return on investment in the organization. 
Adeyeye,  Ogunnaike,  Amaihian,  Olokundun,  & Inelo,  (2016) asserted that inventory control is 
an integrated functionating of an organization dealing with supplies of materials and allied 
activities in order to achieve maximum co-ordination and optimum expenditure on materials. 
Williams and Tokar (2008) are of the opinion that inventory control is the most important 
function of inventory management, and it forms the nerve centre in any organization that has 
inventory. Aarti and Dhawal (2013) opined that inventories need proper control as it is one the 
largest assets of a business. The finding is also supported by lean theory, according to Mogere et 
al. (2013) lean theory is an extension of ideas of just in time. Kros, Falasca, and Nadler (2006), 
elaborate just in time as a pull-based system designed to align the production and business 
processes throughout the supply chain. Green and Inman (2005), assessed the impact of lean 
theory on financial performance. 

Inventory Turnover and Operational Efficiency 

The study also sought to assess the effect of inventory turnover on the operational efficiency of 
the selected Flour Mills companies in Nigeria. The study found that inventory turnover has a 
positive and significant effect on the operational efficiency. The findings of hypothesis four 
supports empirical evidence on the relationship between inventory turnover and operational 
efficiency of manufacturing firms. The findings of this study are in accordance with the study of 
Oballa et al. (2015) that inventory turnover have effect on service level and inventory turnover 
leads to low cost of operation of Kenyatta National Hospital. The findings of this study is also in 
agreement with the findings of Mwangi (2013) that inventory turnover in days has negative 
relationship with Return on Equity which means that a company’s financial performance can be 
increased by reducing inventory in days. The findings supported Weston and Eugene (1979) 
findings that incorporating accounts receivable and inventory turnover measures into an 
operating cycle concept provides a more appropriate view of liquidity management than does 
reliance on the current and acid-test ratio indicators of solvency. These additional liquidity 
measures explicitly recognize that the life expectancies of some working capital components 
depend upon the extent to which three basic activities- production, distribution (sales), and 
collection - are non-instantaneous and un-synchronized. The findings of this study is in contrast 
with the study of Lazaridis (2006) in his research titled ‘The relationship between cash 
conversion cycle (CCC) and financial performance of listed companies listed in Athens Stock 
Exchange between 2001 and 2004. 

Inventory Record Accuracy and Customer Service Delivery 
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The study sought to measure the relationship between inventory record accuracy and the 
customer service delivery of the selected Flour Mills companies in Nigeria. The findings of this 
study is supported by Stock Record Practice theory. According Jessop and Morrison (1994), 
inventory personnel must review various inventory records to ensure accuracy. During the 
review, they should ensure that quantities are legible and have a correct unit of issue, and that all 
added items are identified and legibly recorded. Enter any remarks legibly and state them 
explicitly. This confirms the assertion of Tundura and Wanyoike (2016) who posits that stock 
taking, inventory records accuracy one of the popularly used inventory management practice can 
be used to enhance customer service delivery. Their study also found out that the more 
frequently inventory counting is done, the more accurate the inventory records are likely to be. 
The finding is in consonance with the finding of Mwangi (2013) that successful stock records 
system has a significant positive relationship with regulating the flow of items in such a way that 
the right quantity is available when required to meet operational needs, access information to 
assist in making future decisions in relation to price and source of supply and derive the benefits 
of perpetual stock verification system. 

Automated Inventory System and Productivity 

The study finally sought to establish the influence of automated inventory system on the 
productivity of the selected Flour Mills companies in Nigeria. The findings reveal that automated 
inventory system significantly influence the productivity of the Flour Mills companies. This 
finding is in consonance with Ngumi (2015) investigated inventory management practices and 
productivity of large manufacturing firms in Narobi, Kenya. The study revealed that inventory 
Management Practices positively affect the productivity of large manufacturing firms in Narobi, 
Kenya. The result is in line with the findings of Adu-Fosu (2016) who tested the relationship 
between Inventory Management and Productivity in Ghananian Manufacturing Industries. The 
findings revealed that no significant relationship exist between inventory management practices 
at Guinness Brewery Ltd and productivity such that the inventory management practices were 
not significantly related to productivity. The result also agrees with the findings of Piyachat 
(2015) that medium and large companies’ employees who operated machines had their 
performance at 80-90% based on the measurement by using cycle of take time received from 
customers, or set standard time using time and motion study. Additionally, Owoeye et al (2014) 
found that the use of computer programmed software in inventory management is the best tool to 
maintain stock levels that set the three main costs, holding cost, ordering cost and stock-out costs 
are at a minimum. Kitheka and Ondiek (2014) study on inventory management automation and 
the performance of Supermarkets in Western Kenya revealed that inventory management 
automation affected the performance of the supermarkets and that there was a positive linear 
relationship between inventory management automation and the performance of the 
supermarkets in Kenya. 

 

 

CONCLUSIONS AND RECOMMENDATIONS 

Conclusion 
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Considering the finding of the study, the concluded that inventory shrinkage has negative and 
significant effect on customer’s satisfaction. The study revealed that stock out situations and 
underproduction often occur in the companies because of delays in delivery of raw materials to 
the companies by the suppliers creating production bottlenecks. The study also concluded that 
inventory investment significantly influences competitive advantage of the selected Flour Mills 
companies in Nigeria. The study revealed that capital invested in inventory by the Flour Milling 
companies are very high. These optimal investments in inventories gave the companies 
opportunity to have advantage over competitors by offering high quality products and services to 
customers. The study further concluded that there is positive and significant relationship between 
inventory control and cost effectiveness of the selected Flour Mills companies in Nigeria. The 
study found that the companies use inventory control system. The study showed that Just-in-
Time and Economic Order Quantity (EOQ) were the commonly used inventory control practice 
in the companies. The overall production costs comprising inventory running cost, Total ordering 
and holding cost, as well as cost of stock out are high in the companies. The study further 
concluded that Inventory turnover had a significant effect on the operational efficiency of the 
selected Flour Mills companies in Nigeria. The study indicated that there is high reduction in 
shortages and stock out costs, production costs, and in delivery/lead time. Hence, there is high 
improvement of continuous production across the companies. The study in addition concluded 
that there is relationship between inventory record accuracy and the customer service delivery of 
the selected Flour Mills companies in Nigeria. The study revealed that there is a proper inventory 
documentation by the selected Flour Milling companies. In addition, documentation and 
availability of materials delivery in and out of the stores are done very often. It further indicated 
that verification of document in receiving and issuing of inventory is carried out very often. 
Furthermore, the use of order tracking systems is very high in the Flour Mills companies. Finally, 
the study concluded that automated inventory system significantly influences productivity of the 
selected Flour Mills companies in Nigeria. The study found that General Automation of the 
system, Materials Requirement Planning System (MRP), and Enterprise Resource Planning 
(ERP) are used by the companies. Inventory management practices would improve availability 
of product, quality of products/services, and reduction in inventories wastages. 

Recommendations  

The study recommends that the Flour milling companies in Nigeria should ensure that stocks are 
sufficient to meet production requirements and customer demands at all times, and the same time 
avoiding holding unnecessary surplus stocks that may increase holding costs and enhanced 
customer satisfaction. Flour milling companies in Nigeria should also embrace efficient 
inventory management practices that could ensure optimal investment in inventories as strategy 
for gaining competitive advantage over competitors. The study further recommended that flour 
milling companies in Nigeria should adopt more modern sophisticated techniques such as the 
Just-In-Time systems, Economic Order Quantity model, and so on in their operations to ensure 
control of inventory so as to obtain cost efficiency and effectiveness. Furthermore, flour milling 
companies in Nigeria should properly monitor and track their inventories. Further, stocks should 
be adequately analyzed before it gets to one year with no sales or use and parts should sell 
individually at discounted prices to best chances of recouping capital spent to procure the stocks. 
This strategy will increase chances of higher stock turnover and fill rate signifying higher 
operational efficiency. Moreover, flour milling companies in Nigeria should develop or aligned 
their internal inventory control policies to accommodate cycle counting strategies such as 



International Academy Journal of Management, Marketing & Entrepreneurial Studies 

                                          asasubmitpaper@gmail.com                                                             165 
 

opportunity based, transaction based, and location-based inventory cycle counting. These 
strategies will enhance inventory record accuracy. Finally, procurement practitioners, production 
managers, and store supervisors of selected flour mills companies and flour mills companies in 
Nigeria should adopt and implement computerized procurement and control of inventory. 
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Table 3.1: KMO and Bartlett Test for Each Variable in the Research Instrument 
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Variables KMO Measure of 
Sampling Adequacy 

Bartlett’s test of sphericity 
tests 

Inventory shrinkage 0.870 143.564 (.000) 

Inventory Investment 0.912 165.298 (.000) 

Inventory Control 0.817 159.764(.000) 

Inventory Turnover 0.783 175.542(.000) 

Inventory record accuracy 0.908 181.818(.000) 

Automated Inventory System 0.856 162.118(.000) 

Inventory Management Practices   

Customer Satisfaction 0.787 230.151(.000) 

Competitive Advantage 0.971 197.417(.000) 

Cost Efficiency 0.875 188.276(.000) 

Operational Efficiency 0.890 179.443(.000) 

Customer Service Delivery 0.968 208.149(.000) 

Productivity 0.799 224.641(.000) 

Operational Performance 0.882 289.683(.000) 

Source: Author Compilation 

 

 

Table 3.1: Reliability Test Results 
Items  Cronbach’s 

Alpha 
Average 
Variance 
Explained 

Inventory Management Practices 0.917  
 Number 

of items 
Cronbach’s 
Alpha 

  

 Inventory shrinkage 7 0.882  0.836 
Inventory Investment 5 0.932  0.798 
Inventory Control 6 0.804  0.896 
Inventory Turnover 7 0.797  0.772 
Inventory record 
accuracy 

7 0.952  0.813 
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Automated Inventory 
System 

9 0.897  0.843 

Operational Performance 0.939 0.818 
 Customer Satisfaction 7 0.876  0.891 

Competitive 
Advantage 

8 0.911  0.765 

Cost Efficiency 5 0.873  0.718 
Operational Efficiency 8 0.789  0.837 
Customer Service 
Delivery 

9 0.821  0.859 

Productivity 8 0.948  0.765 
Overall  86  0.928 0.761 
Source: Field Survey, 2016 
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1.1 Introduction 
 
Leadership is one of the aspects that play a major role in improving and retaining the interest and 
commitment of employees in organization. Organization, group, institutions developed or even 
the emerging economies of the world face leadership problems. The success or failure of any 
organization depends on the leadership and the styles. Onuegbu, & Okeke,  (2018) argued that 
the degree to which the individual exhibits leadership traits depends not only on his 
characteristics and personal abilities but also in the characteristic of the situation and the 
environment in which he finds himself. 

Leaders’ authority can be great or limited and their legitimacy can rest on moral, rational, or 
practical foundations (Yusuf Muhammed, & Kazeem, 2014).. Leadership is a dynamic process of 

Abstract: The impact of leadership styles on overall organizational performance cannot be 
overemphasized. The study examined the effects of leadership styles on employee performance 
with particular reference to Life Breweries Plc, Onitsha. It discusses the theoretical 
underpinning of leadership styles and employee performance. The study adopted survey research 
method in analyzing data generated through questionnaire and oral interview. The hypotheses 
formulated were tested using chi-square statistical technique to bring out the relationship 
'between leadership styles and employees performance. The study revealed among others that 
there is a positive and significant relationship between the leadership style in the organization 
and employees' performance. Based on the findings the following recommendations were made: 
Leaders of business organization should adopt participative style of leadership to ensure success 
and growth of their business. Leaders should instill in their subordinates a sense of ownership, 
direction and belongingness to the organization. Leaders should be honest, patriotic, intelligent 
brave and above all dedicated to their duties 
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influencing people which, in certain organizational conditions, can have an effect on other 
members, with the aim of meeting the objectives of the group. Leadership is key as it is an 
integral element in the life of an individual or that of an organization. The history of mankind 
reveals that leadership is crucial in every human endeavour, from China with Chairman Mao 
TseTun who led the cultural revolution, to Lenin in Soviet Union who led the Soviet revolution 
to Nigeria where we have leaders of note like the late Chief Obafemi Awolowo, it is clear that 
leadership is an important factor in every human activity and in the realisation of human aims 
and objectives (Adekunle, 2020). There is no meaningful human endeavour that has been 
achieved that is not as a result of leadership. The quality of leadership of an organisation plays a 
significant role in its development for example in a pluralistic society like Nigeria, the art of 
governance is ought to be a serious affair. Although it has been found that many who are 
involved in leadership in Nigeria brewery are more concerned about their personal gains and 
careless about the people they ought to serve and lead (Mamza, Suleiman, & Usman, (2020).  

1.2 Statement of Problems 

Goal attainment is one of the main purposes of modern organizations including educational 
institutions. There is a growing interest to determine which leadership style is capable of 
enhancing employee’s morale such that brewery firms can achieve its goals and objectives 
optimally. Issues of leadership styles in organizations in Nigeria have been raised in many 
instances, by trying to find out the causes of poor standard of brewery firms in Nigeria. It seem 
to be out of the mind of most leaders that leadership style in the office is an outstanding 
determinant of the worker’s performance. More so, if workers who are also employees do not 
portray a good leadership style, it would also serve as a determinant on the companys 
performance. Issues like this are of utmost importance in a situation where employees seem to 
have lost the passion and commitment for their job. It is believed that some employees of the life 
brewery are better in maintaining discipline in their offices through the leadership styles. In life 
brewery, the leadership qualities of the chief executives become very important because a lot of 
power resides in the manager of a life brewery and the way this power is wielded determines 
how the community receives decisions and policies. At the Federal polytechnic, Ilaro leadership 
has always been an issue.One of the problems of leadership style on employee’s performance is 
the inflexibility of the leadership styles by most leaders. Most leaders fail to adjust their style  
 
The failure is a result of the lack of understanding the fact that no one particular style of 
leadership can fit into all conditions. Another of the problem of leadership style on worker’s 
performance is the absence of an effective line of communication between the manager and their 
employees. Communication gaps that exist between leaders and their subordinates in most 
organisations are reasons why employee’s performances are low. Leadership is said to be the 
backbone of any organisation. If the leadership style of any organisation is poor, it will tell on 
the overall performance of the organisation. With this understanding, most organisations are 
faced with the problems of how to investigate the leadership styles and organisational 
effectiveness. Knowing whether the relationship between leaders and subordinates affect 
organisational growth and even having broad knowledge of the leadership style adopted by the 
organisation can improve organisational effectiveness. It is on this ground that this paper aims to 
assess effect of leadership style on employee's performance: to Life Breweries Plc, Onitsha. 
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1.3   Objectives of the Study 
The main purpose of this study is to investigate the effect of leadership style on employee's 

performance: A study Life Breweries Plc, Onitsha. Based on this, this study shall then find out. 
1. To review whether the adoption of a particular leadership style has any correlation with 

employee's performances. 
2. To  determine  whether  there  is  significant  and  positive relationship between the 

nature of job and a manager's choice of leadership style 
 
1.4 Hypotheses 
 
Hypothesis One  
Ho:  There is no significant and positive relationship between the type  of leadership  style  

adopted  and  employee's performance.  
Hypothesis Two  
Ho:  There is no significant and positive relationship between the nature of job and a 

manager's choice of leadership style  
 
REVIEW OF RELATED LITERATURE 
 
2.1 Theoretical Review 
Traits and Behavioral Theory 
The trait perspective was one of the earliest theories of leadership in the 1940’s which assumes 
that great leaders are born with distinguished personality traits that make them better suited for 
leadership and make them different from other people or their followers. Stogdill’s (1948) survey 
of the leadership literature came up with the most comprehensive list of traits. Stogdill’s 
observation that leadership situations vary significantly and place different demands on leaders, 
destroyed trait theory, leading to the emergence of situational and behavioral approaches. 
Behavioral theories of leadership state that it is the behavior of leaders that distinguishes them 
from their followers. It focuses on the actions of leaders rather than on mental qualities or 
internal states with the belief that great leaders are made, not born. According to this theory, 
people can learn to become leaders through teaching and observation. Behavior theories examine 
whether the leader is task oriented, people oriented, or both. Studies conducted at the University 
of Michigan and Ohio State University in 1945, established two major forms of leader behavior 
namely: employee-centered and production-centered (Hersey and Blanchard, 1988). 
2.2 Empirical Review 
Ojokuku, Odetayo,. & Sajuyigbe, (2012).conducted a research on the Impact of leadership Style 
on Organizational Performance: A Case Study of Nigeria Bank in Nigeria. The sample size used 
by the researchers is 60. The study contained twenty of random picked banks in Ibadan, Nigeria. 
A structured questionnaire was used to collect data from the heads of accountants, heads of 
operations, and branch managers on face-to-face basis. Inferential statistical tool was used and 
one hypothesis was formulated to analyse data. Regression analysis was used to study the 
dimensions of significant effect of leadership style on followers and performance. The findings 
showed that there was positive and negative correlation between performance and leadership 
style. There was 23 percent variance of performance found in leadership style jointly predict 
organizational performance. This study concluded that transformational and democratic 
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leadership styles have positive effect on both performance and followers, and are highly 
recommended to banks especially in this global competitive environment.  
 
Dalluay & Jalagat (2016) conducted a research on title Impacts of Leadership Style effectiveness 
of Managers and Department Heads to Employees’ job Satisfaction and Performance on Selected 
Small-Scale Businesses in Cavite, Philippines. The sample size used is 150. Survey 
questionnaires were designed to study the effects of manager leadership styles on employees’ 
performance and satisfaction. 150 respondents were selected from corporations in Cavite, 
Philippines through random sampling with Slovin formula wit n = N/(1+Ne2). Data were 
analysed by using weighted mean, percentages, multiple regression and correlation coefficient. 
Percentages specifically were used to analyse demographic variables (gender, age, length of 
service and leadership styles). Weighted mean were used to survey questionnaires on leadership 
styles, and correlation coefficient and multiple regression were used to study the relationship 
between variables on leadership style, job performance and job satisfaction. The finding 
concluded that corporations should constantly making the most of leadership style which 
enhances employees performance and employee job satisfactory level even though there is still 
rooms for improvements.  
 
Widayanti & Putranto (2015) on Analysing the Relationship between Transformational 
Leadership and Transactional Leadership Style on Employee Performance in PT.TX Bandung in 
Indonesia. The sample size used by the researcher is 92. The objective of this research is to find 
the relationship between transactional and transformational leadership to employee performance 
and the significant relationship between these two variables. This research consists of primary 
and secondary data. Primary data was collected through Multifactor Leadership Questionnaire 
(MLQ) based on Slovin Theory method. Secondary data was collected from the office 
assessment of employee performance. Validity and reliability test were used to measure quality 
of data. Multiple regression analysis is used to find the relationship because it has more than one 
independent variable. Data was sent for pass the classic assumption tests such as 
multicollinearity test, normality test, heteroscedasticity test and autocorrelation test before 
multiple regression analysis. The result proved that transactional and transformational leadership 
has positive relationship and it effects to employee performance either concurrently or partially.  
 
Akram, Alam, Ali, & Mughal, (2012) conducted a research title How Leadership Behaviours 
Affect Organizational Performance in Pakistan. Sample size used by the researchers is 1000, 
where 500 questionnaires were distributed to managers and another 500 to employees of various 
private and public sector companies in 66 cities through random selection. Non-probability 
sampling technique is used in this study. Two questionnaires were designed for managers and 
employees. Questions were related to leadership behaviours and organizational performance. 
Five point Likert scale was applied. Correlation analysis and regression analysis were applied to 
analyse the relationship and the effect of leadership behaviours on performance. SPSS version 16 
was used to analyse the reliability of questions, and the reliability was checked in term of 
Cronbach’s Alpha. The findings concluded that leadership behaviours are interrelated and have 
high positive impact with employee performance.  
 
Nasir, Nordin, Seman,. & Rahmat, (2014) did a research on The Relationship of Leadership 
Styles and Organizational Performance among IPTA Academic Leaders in Klang Valley Area in 
Malaysia. The study used correlation methods to measure the relationship between leadership 
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styles and organizational performance. Five public universities in Selangor were chosen. 201 
academic leaders were chosen as the sample size. The questionnaire prepared in a form of 
closed-ended questions. The survey instruments from Kouzes and Posner Leadership Practices 
inventory-Individual  
 
Rasool, Arfeen, Mothi, & Aslam,. (2015). studied leadership styles and its impact on employee's 
performance in health sector of Pakistan and concluded that transformational leadership styles 
have more positive effect on employee performance than transactional leadership. They found 
out that transformational leadership can perform better in highly organic environment where 
focus is on competitive advantages. Results of their study also explored that the impact of 
transactional leadership was not much stronger as compared to transformational leadership on 
job performance.  
 
Aboshaiqah, Hamdan-Mansour, Sherrod, Alkhaibary,. & Alkhaibary, (2014) studied nurses’ 
perception of managers’ leadership styles and Its Associated Outcomes, demonstrated that staff 
nurses perceived that transformational leadership and its factors are utilized more often than 
transactional and laissez-faire leadership styles, again, further analysis showed that there was 
positive correlation between outcome factors (effectiveness, extra efforts and satisfaction) and 
transformational and transactional leadership styles and negative correlation with laissez-faire 
leadership style. They concluded that a combination of transformational leadership styles and 
behaviors/factors contributed to an increase in extra effort, satisfaction and overall employee 
performance and perceived leader effectiveness among nurses.  
 
2.4 Research Gaps 
The literature on leadership style and employee performance is scattered across countries and 
across industry. The evidence of the effect of leadership style on employee performance is also 
varied. While most of the literature reviewed is somehow consistent in suggesting that both 
transformational and transactional leadership styles are significantly positively related to 
employee performance and that transformational style’s effect is more pronounced than that of 
the transactional leadership style (Nasir et al, 2014. Ojokuku, et al 2012;),the evidence on the 
relationship between laissez-faire and performance is not that straight forward. For example 
while, some are reporting negative relationship, e.g.Aboushaqah et al (2014), others like Dallioy, 
et al (2014) have reported a positive relationship. This suggests that the evidence on this 
leadership style is inconsistent. 
 
Therefore, from the preview of literature it is evident that the research evidence on the effect of 
leadership style on employee performance that leadership style can explain significant number of 
performance outcomes at individual and organizational level. But the evidence is not evenly 
distributed across economies at large or even within African economies. It is also evident that 
evidence from the brewery is lagging behind. It is these facts that have motivated this study in 
order to contribute evidence from the life brewery industry in Onitsha. 
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RESEARCH METHODOLOGY 
 
This chapter focuses on the method and procedures adopted for the research work. It deals with 
the research design, sources of data, the population of the study, sampling procedure, tools for 
data analysis and the reliability of the research instrument. This study was undertaken within 
Onitsha Metropolis with particular reference to Life Breweries Plc, Onitsha. Only the employees 
of Life Breweries Plc, Onitsha were studied. The researcher deemed it suitable to adopt a 
specific and scientific procedure in carrying out this research - the survey method. This approach 
is a research method that studies people or objects, their attitudes, belief system, opinions and 
other behavioral manifestations.  
 
With respect to this research work, the researcher made use of primary and secondary sources of 
data. The primary sources of data include the questionnaire and the personal interview, while the 
secondary sources of data include the journals, magazines, textbooks and internet. 
 
In connection with this study, the population of study is made up of all the employees of the Life 
Breweries Plc, Onitsha. The total number of workers (both skilled and unskilled) in the 
employment of the Life Breweries Plc, Onitsha as of this date is 148. Hence, they formed the 
population of this study. The major instrument used in this research work is the questionnaire. 
Questionnaire was drafted and scrutinized by the resercher which was subsequently distributed to 
the respondents to elicit important information concerning this research work. The questionnaire 
was open-ended in nature and was structured in such a way that the respondents will have a clear 
understanding of the questions. 
 
ANALYSIS AND DATA INTERPRETATION 
4.0 Introduction 
This chapter dealt with the information collected in the field, as questionnaire was used to 
support some deductions. The observed data were presented in a frequency distribution table 
with percentages. 
However, out of the one hundred and forty eight (148) copies of the distributed questionnaire, 4 
copies got missing in the process. One hundred and thirty five (135) copies were found relevant 
for the study, whereas 9 of the copies were not properly filled. Therefore, the presentation and 
interpretation was based on the one hundred and thirty five (135) relevant copies. 
4.1 Bio-data Analysis of Respondents 

4.1.1 SEX 
 Frequency Percent Valid Percent Cumulative Percent 

Valid 

MALE 102 74.5 75.6 75.6 
FEMALE 33 24.1 24.4 100.0 

Total 135 98.5 100.0  
Source: SPSS Version 21, 2021 
 
The above table reveals that the one hundred and two (102) of the respondents which represents 
75.6% were male respondents, while thirty-three (33) respondents which represent 24.4% were 
female respondents. By implication, male respondents were more than female respondents by 
51.2% in our selected population sample for this study. The implication of this is to enable us to 
know the number of female and male that successfully returned their questionnaire.  
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4.1.2 AGE BRACKET 
 Frequency Percent Valid Percent Cumulative Percent 

Valid 

BELOW 25 YRS 46 33.6 34.1 34.1 
26-35 45 32.8 33.3 67.4 
36-40 34 24.8 25.2 92.6 
41-ABOVE 10 7.3 7.4 100.0 

Total 135 98.5 100.0  
Source: SPSS Version 21, 2021 
 
The table above shows that respondents whose age bracket falls below 25yrs were forty-six (46) 
which represent 34.1 percent. This is followed by those with age bracket of 26-35years with 
forty-five (45) which represents 33.3%. Also those within age bracket of 36-40yrs were thirty-
four (34) which represents 25.2%. This is followed by those with age bracket of 41-above years 
with ten (10) which represents 7.4%. The implication of this age distribution is to enable us to 
check if the questionnaire was directed to the right age group. 

4.1.3 MARITAL STATUS 
 Frequency Percent Valid Percent Cumulative Percent 

Valid 

SINGLE 105 76.6 77.8 77.8 
MARRIED 28 20.4 20.7 98.5 
OTHERS 2 1.5 1.5 100.0 

Total 135 98.5 100.0  
Source: SPSS Version 21, 2021 
 
In the table above, out of the one hundred and forty-eight (148) respondents, one hundred and 
five (105) of the respondents were single. While twenty-eight (28) respondents which represent 
20.7 percent are married. Two respondents (2) which represent 1.5 answered others. It is 
therefore glaring that the majority of the respondents were single as at the time of this study. 
Thus marital status table help us to know the number of single, married, and divorce respondents 
that answered the distributed questionnaire. 
4.1.4 EDUCATIONAL QUALIFICATION 
 Frequency Percent Valid Percent Cumulative Percent 

Valid 

GCE/WASCE 23 16.8 17.0 17.0 
OND 45 32.8 33.3 50.4 
BSC/HND/BA 55 40.1 40.7 91.1 
MSC/MBA 12 8.8 8.9 100.0 

Total 135 98.5 100.0  
Source: SPSS Version 21, 2021 
 
The table above indicates that twenty-three (23) respondents which representing 17% maintain to 
acquire have acquired GCE/WASCE, while 33.3% of the respondents which represents forty-
five (45) ordinary national diplomas. However fifty-five (55) which represent 40.7 percent either 
have BSC/HND/BA. The respondents that have MS.C/MBA are numbered 12 which represent 
8.9%. This is the one of demographic item helps us to identify the education qualification of the 
respondent. 
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4.2 Hypotheses Testing 

Hypothesis One  
Ho:  There is no significant and positive relationship between the type of leadership style 

adopted and employee’s performance.  
Hi:  There is significant and positive relationship between the type    of   leadership style 

adopted and employee's performance.  
 

ANOVA 
Table 4.3.1 
 Sum of 

Squares 
df Mean 

Square 
F Sig. 

Between 
Groups 

139.809 2 34.952 47.346 .000 

Within Groups 90.065 133 .738   
Total 229.874 135    

Sources: SPSS Output 2021 
 
In testing this hypothesis, the F-statistics and probability value in table 4.7 is used. Green 
branding variables have a F-statistics of 47.346 and a probability value of 0.000 which is 
statistically significant. Therefore, we reject the null hypothesis and accept the alternative 
hypotheses which state that there is significant and positive relationship between the type of 
leadership style adopted and employee's performance. 

Hypothesis Two 
Ho:  There is no significant and positive relationship between the nature of job and a 

manager's choice of leadership style  
Hi:  There is significant and positive relationship between the nature of job and a manager's 

choice of leadership style. 
 

ANOVA 
Table 4.3.2 
 Sum of 

Squares 
df Mean 

Square 
F Sig. 

Between 
Groups 

182.143 2 45.536 40.358 .000 

Within Groups 137.652 133 1.128   
Total 319.795 135    

Sources: SPSS Output 2021 
 
Second hypothesis has f-statistics of 40.358 and a probability value of 0.000 which is statistically 
significant. Therefore, we reject the null hypothesis and accept the alternative hypotheses and 
conclude that there is significant and positive relationship between the nature of job and a 
manager's choice of leadership style. 
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SUMMARY, CONCLUSION AND RECOMMENDATION 
5.1 Summary of Findings 
In Analysis, the findings include: 
 There is significant and positive relationship between the type    of   leadership style adopted 

and employee's performance.  
 There is significant and positive relationship between the nature of job and a manager's choice 

of leadership style. 
 
5.2 Conclusion 
The leadership function fulfills the   role   of procuring employees and creating the necessary 
atmosphere or environment for them to perform managerial function, success is achieved 
through good leadership style and quality leaders are the priority of any business organization, 
the reason attributed to this, the direct use of resources to achieve desired objectives. 
From the study carried out, it was discovered that leadership style has a positive and significant 
relationship with performance employees. The researcher also noticed that the nature of job and 
the philosophy managers have, affects their style of leadership. 

 
5.3 Recommendations 
The following recommendations are made as regards the study carried out. 
 Leaders of business organization should adopt participative style of leadership to ensure 

success and growth of their business.  
 Leaders should instill in their subordinates a sense of ownership, direction and 

belongingness to the organization. 
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INTRODUCTION  

Deviant behaviour is considered abnormal or antisocial if it is uncommon, different from the 
norm and does not conform to what society expects. This idea is also closely related to the 

Abstract: This study examined the relationship between mindfulness and employee deviant 
behaviour in Deposit Money Banks in Rivers State. The study adopted a cross-sectional survey in 
its investigation of the variables. Primary data was generated through structured questionnaire. 
The population for the study is the 202 employees from the 18 Deposit Money Banks in Nigeria. 
The study concentrated on the headquarters of the various banks as they oversee the activities of 
other branches within the state. The sample size of 134 was determined using census method 
since our population was small. The reliability of the instrument was achieved by the use of the 
Cronbach Alpha coefficient with all the items scoring above 0.70. The hypotheses were tested 
using the Spearman’s Rank Order Correlation Coefficient with the aid of Statistical Package for 
Social Sciences version 23.0. The tests were carried out at a 95% confidence interval and a 0.05 
level of significance. The findings revealed that there is a significant relationship between 
workplace spirituality mindfulness and employee deviant behaviour in Deposit Money Banks in 
Rivers State. The study thus recommends that Management of Deposit Money Banks should 
encourage mindfulness in employees by organising mindfulness programs in order to work place 
deviance.  
 
Keywords: Mindfulness, Employee Deviant Behaviour, Property Deviance, Production 
Deviance, Personal Deviance. 
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statistical approach to definite abnormality which rests on the idea that differences in human 
behaviour tend to fall into a normal distribution curve (Nwankwo, 2006). A particular behaviour 
is not acceptable or is antisocial if any of these three criteria are seen; the behaviour does not 
allow a person to function effectively with others as a member of society, if the behaviour does 
not permit the person to meet his or her own needs and the behaviour has a negative effect in the 
wellbeing of others (Roberts, 1981). 

Waseem (2016) describes employee deviant behaviour as that which substantially departs from 
the norm or expectations of the organization. Employee deviant behaviour is inefficient, 
destructive and detrimental to the organization. It also has the capacity to damage the image and 
reputation of the organization and lead to the loss of customers and partners. Sanches, Gouveia-
Pereira, Maroco, Gomes and Roncon (2016) argue that employee deviant behaviour is an 
individual construct. According to the author, deviance denotes an aggressive stance against the 
management and the organization as a whole. Where deviance is confrontational, it could affect 
relationships and result in the damaging of the organizations' assets or properties. Narayanan and 
Murphy (2017) also observe that deviance could also be subtle and by that, go unseen or 
unnoticed for a period of time until its effects are felt or observed. The author identified three 
forms of employee deviant behaviour – property deviance, production deviance and personal 
deviance. 

Organizations that aim to survive must at the same time focus on addressing their employee 
deviant behaviour issues. This position follows the argument of some scholars (Asmos & 
Duchon, 2011; Gørill, Toril, Randi, Helge & Geir, 2011) that the leadership of the organization 
must be able to enforce and institute functional regulatory policies and frameworks that 
streamline and channel the behaviour and actions of the members of the organization towards the 
benefit and wellbeing of the organization. One means of achieving this is through the institution 
of workplace spirituality dimensions. Workplace spirituality is referred to as the experience of 
employees while working in the workplace (Weaver, 2015). Employees demonstrating positive 
experience at the workplace are anticipated to express care and devotion for others, and might 
also feel inner satisfaction due to fruitful work. In this regard, the concept of workplace 
spirituality is likely to encourage employees to work out for their job responsibilities and to 
perform additional activities which are not part of their formal job (Yahyazadeh-Jeloudar & 
LotfiGoodarzi, 2012b). Therefore, workplace spirituality is likely to assist employees in 
developing a positive organisational citizenship behaviour (Weaver, 2015). This paper considers 
mindfulness one of the dimensions of workplace spirituality in facilitating positive employee 
behaviours. Mindfulness is defined as “state of being present, not keeping one’s self in past 
thoughts and wandering in coming thoughts. It is important to note that mindfulness is about 
acting with awareness; therefore, it stands in contrast to notions of automatic pilot, acting 
without awareness (Baer, Smith & Allen 2004). . Mindfulness involves the effort to attend, no 
judgmentally, to present moment experience and sustain this attention over time, with the aim of 
cultivating stable, non-reactive, present-moment awareness (Jon Kabat-Zinn, 2003).  

Therefore, the purpose of this study was tom examine the relationship between mindfulness as a 
dimension of workplace spirituality and employee deviant behaviour in Deposit Money Banks in 
Rivers State. This study was guided by the following research question: 
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i. What is the relationship between mindfulness and property deviance in Deposit Money 
Banks in Rivers State? 

ii. What is the relationship between mindfulness and production deviance in Deposit Money 
Banks in Rivers State.? 

iii. What is the relationship between mindfulness and personal deviance in Deposit Money 
Banks in Rivers State.? 

 

 

 

 

 

 

 

 

 

Figure 1.1: Conceptual framework for Mindfulness and Employee deviant Behaviour 
Source: Dimensions of workplace spirituality adopted from Schutte (2016) and measures of 

employee deviant behaviour adapted from Narayanan and Murphy (2017). 

 

LITERATURE REVIEW 

Theoretical Foundation  

The Self-Determination Theory 

This theory was proposed by Deci and Ryan in the mid-80s (Deci et al., 2017). They sought to 
build knowledge on the internal motivation of individuals in line with engaging in actions and 
behaviour primarily for the satisfaction derived from such. The theory of self-determination 
identifies the individual as having the capacity for self-motivation and control of emotions 
outside the influence of other external influences or factors. Gagné, Deci and Ryan (2017) argue 
that the self-determination theory prescribes practices and a shift in perspective from the external 
to the internal such that enable the individuals improved level of relations with significant others, 
and also enhanced levels of productivity and performance. It is dynamic in the sense that the 
individuals are driven, not based on any tangible factor but rather, based on values that accrue 
from perceptions and interpretations of themselves and how or what they view as suitable and 
important. 
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In applying this theory to the concern of this paper one may argue that the inward focus and 
emphasis on intrinsic factors that drive conscious and considerate as well as meaningful actions – 
geared towards improved work and behavioural outcomes. This follows the core tenets of the 
self-determination theory in advancing improved behaviour through the focus on internal 
strengths and motivation rather than external stimuli. Gagné et al., (2017) argue that self-
determination can be encouraged through the structuring of organizational settings and culture 
which emphasize self-reliance. According to Guntert (2015), such a culture should support 
autonomous work and the empowerment of workers – thus creating room and space for their 
creativity within the workplace. This provides a clear argument and foundation for the 
relationship between workplace spirituality and employee deviant behaviour.  

Concept of Mindfulness  

It denotes a state of consciousness and increased awareness of oneself – actions and behaviour, 
within a specific context. This is because the action of mind entails the actual consideration of 
significant others due to the recognition of one’s occupancy or involvement in a social context 
(Yang, Huang & Wu, 2019). Schutte (2016) opines that mindfulness centres on the apportioning 
of value to others and the understanding of one’s responsibility to others as well. It is necessary 
for the effective functioning of individuals within their various teams or groups. Zaidi, Ghayas, 
and Durrani  (2019) in their study show that the issue of mind is in itself a form, a validation of 
the rights of others to share and occupy the same framework with one – and as such to act in 
ways that are not detrimental to relations; granting room or space for collaboration and 
cooperation between all interested parties. Although addressed as an individual-level construct 
herein in this paper, the concept of mindfulness could yet be approached from the group or 
organizational level. 

Mindfulness is living in the now. Mindfulness involves paying attention to each event 
experienced in the present moment within our body, mind and surroundings with a non-
judgmental, non-reactive and accepting attitude (Glomb, Duffy, Bono & Yang, 2011). It is 
essentially about being more aware and awake in every moment of your life without judging 
anything. According to Bishop, Lau, Shapiro, Carlson, Anderson, Carmody, Segal, Abbey, 
Speca, Velting and Devins, (2004), mindfulness requires one to bring awareness to and keep 
attention anchored on the current experience because it involves bringing an attitude of curiosity, 
acceptance and friendliness to whatever is experienced, rather than the habitual pattern of 
judgments and criticisms. Mindfulness is simply being engaged in whatever is happening around 
you and within you by intentionally paying attention to each moment. Mindfulness is a technique 
you can learn which involves making a special effort to notice what's happening in the present 
moment around you without judging anything. In learning to be mindful, we can begin to counter 
many of our everyday challenges such as stress, anxiety and depression because we are learning 
to experience events in a more impersonal and detached way. 
 
According to Brown and Ryan (2003), mindfulness is defined as the attention to and awareness 
of what is happening in the present moment both internal that is, thoughts, bodily sensations and 
external which include the physical and social environment and still observing without 
evaluation and assigning meaning to them. Basic-level examples of mindfulness include 
experiences such as noticing ‘‘the positions of our hands and the sensations of holding a knife 
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and bagel,’’ being aware of ‘‘our bodies sitting in the car when we drive,’’ and noticing the 
traffic, the road, and the passing scenery (Siegel, Germer, & Olendzki 2009). 
 
Brown, Ryan and Creswell, (2007) define mindfulness as the receptive attention to and 
awareness of present events and experiences. As awareness and attention are the hearts of 
mindfulness. For example; mindfulness is when one is involved in heavy traffic but refraining 
from evaluating it negatively when it is tied up or moving slowly and from ruminating about 
what traffic might be like on another route. This establishes that mindfulness is a state of 
consciousness given empirical evidence of considerations within individual variation over time 
and also mindfulness can be cultivated or enhanced through practices and training such as 
mindfulness meditation (Brown & Ryan, 2003) and loving-kindness meditation (Fredrickson, 
Cohn, Coffey, Pek & Finkel, 2008). 

The average frequency with which individuals experience states of mindfulness may vary from 
person to person, suggesting that people may have trait-like tendencies toward mindfulness 
(Brown and Ryan, 2003; Brown et al., 2007; Brown and Cordon, 2009); indeed one line of 
research treats mindfulness as a stable individual difference (that is, trait mindfulness) similar to 
other personality traits (for example, Brown & Ryan, 2003; Lakey, Campbell, Brown, & Goodie, 
2007; Cardaciotto, Herbert, Forman, Moitra, & Farrow, 2008; Walsh, Balint, Smolira SJ, 
Fredericksen, & Madsen, 2009; Way, Creswell, Eisenberger, & Lieberman, 2010). Employees 
are experiencing psychological and physical health problems, which negatively affect behaviour. 
Mindfulness is commonly described as an awareness of the present moment with an open and 
accepting attitude (Brown et al., 2007). Mindfulness interventions aim to improve one’s ability 
to self-regulate thoughts and emotions, which is believed to influence behavioural and 
physiological responses (Brown & Ryan, 2003; Creswell & Lindsay, 2014).  

Though, mindfulness has been proposed to have a positive impact on various work-related 
outcomes. These include reduced employee deviant behaviour (Shapiro, Astin, Bishop, & 
Cordova, 2005), wellbeing (Weinstein & Ryan, 2011), and increased job performance (Reb, 
Narayanan, & Ho, 2015). Therefore, mindfulness may be an appropriate resource for managers, 
as they are frequently confronted with stressful situations leading to workplace employee deviant 
behaviour (Roche, Haar & Luthans, 2014) and can help regulate one’s work and personal life 
dynamics by providing resources to more effectively cope with work-related cognitions and 
emotions (Michel et al., 2014). Productivity rests on focused human attention that is mindfulness 
increases the ability to be open to new perspectives, to think creatively, to distinguish thoughts 
from feelings, and to respond to challenges with a range of outcomes associated with 
mindfulness including depression, anxiety, stress and reduced workplace employee deviant 
behaviour (Visted, Vollestad, Nielsen & Nielsen 2015). 

Mindfulness according to Vyas-Doorgapersad (2017) necessitates improved decision outcomes 
and enriches the content of relationships – within and outside the organization. Mindfulness 
depicts a state of consciousness and awareness of one’s position, stance and the implications of 
such within one’s context. Schutte (2016) note that mindfulness is necessary for bridging 
differences that may exist between groups or parties within the organization. This is because it 
not only serves the purpose of self-assessment but also enables a more considerate and informed 
approach towards issues or situations in exchange relationships. Within the workplace, the 
practice of mindfulness enables a healthier and more cohesive workforce given its capacity for 
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caution, consciousness and control over one's actions and behaviour. This is as studies affirm 
that mindfulness is projected from an internalized state or condition of awareness to the external 
environment or social context (Beehner & Blackwell, 2016). 

Concept of Employee Deviant Behaviour 

Employee deviant behaviour is expressed in actions and attitudes that contradict and go against 
clearly established expectations and in that way can be considered detrimental or destructive. 
Employee deviant behaviour according to Goodboy, Martin and Bolkan (2017) is traceable to 
conflict situations between the employee or staff of interest and other key or significant members 
of the organization. However, Ramlee, Osman, Salahudin, Yeng, Ling and Safizal (2016) argue 
that employee deviant behaviour could also be linked to factors outside the organization but for 
some reason, is expressed within the organization. Balogun et al., (2018) argue that deviance is 
an expression of frustration that is manifested through anger at co-workers and at the 
organization itself. It is as such a conscious and deliberate action that is demonstrated through 
the employee’s disorderly and destructive actions which ultimately impact the organization. 
The employee deviant workplace behaviour phenomenon is increasingly becoming popular and 
this issue had attracted many researchers to study the phenomenon as it impacts employees’ 
productivity and well-being (Tamunomiebi & Zeb-Obipi, 2009). According to 
Appelbaum, Laconi and Matousek (2007), the review of various scholars describes employee 
deviant behaviour in the workplace. Joseph (2020) describes employee deviant behaviours as 
misbehaviour in the workplace that is categorized into aggressive behaviour which consists of 
sexual harassment, intimidation, open hostility towards co-workers and so on. unproductive 
behaviour which constitutes coming late at work, sneaking out of work during working hours, 
being involved with taking extended lunch and so on.  

Robinson and Benneth (2015) define workplace employee deviant behaviour as volunteer 
behaviour from members of an organization that infringes organizational norms by doing that 
which would threaten the growth of the organization with its employees. Robinson and Bennett 
(2015) have given different names for employee deviant behaviour like workplace deviance, 
counterproductive behaviour (Mangione 2012), antisocial behaviour (Giacalone and Greenberg 
1997), and misbehaviour (Vardi et al., 2004). Behaviour is seen deviating when organizations' 
customs and policies are infringed by individuals who can endanger the growth of the 
organization with its employees. Employee deviant Behaviour in the workplace exist at different 
organizational levels and this behaviour includes; unpunctuality at the place of work, spending 
working time for personal reasons, using working facilities for personal matters and needs, using 
inappropriate and different standards and procedures in working, displaying unfair attitudes to 
colleagues (Eliyana, 2015).  

Property Deviance 

This concept is adopted in measuring or manifesting acts or behaviour which are detrimental to 
the physical or tangible assets of the organization (Narayanan & Murphy, 2017). Employees 
express property deviance in the nonchalant and disorderly way they handle the organizations' 
properties such as their use of components such the organizations' computer systems, the closing 
of doors, use of equipment such as photocopiers or printers and other valuable materials or 
hardware within the workplace. Actions that deviate from the norms and acceptable practices of 
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use and management of the organizations' properties or equipment are considered as employee 
deviant and in most cases involve the abuse and disregard of such properties or equipment. 
Narayanan and Murphy (2017) argue that such actions could be destructive and result in the 
wastage of materials and the inefficient running of the organization. 

Organizational deviance encompasses production and property deviance. All behaviours in 
which employee deviant employees partake eventually have a negative impact on the overall 
productivity of the organization. According to Robinson and Benett (1995), Property deviance 
can be described as those instances where employees acquire or damage the tangible 
property or assets of the work organization without authorization. Property deviance harms 
the organizations and is quite severe. Sabotaging equipment, accepting kickbacks, lying 
about hours worked, releasing confidential information, making intentional errors, misusing 
funds or expense accounts, theft and stealing from the company are forms of property deviance. 
Some of these acts are connected with direct costs for the organization since the equipment has 
to be replaced (Robinson &Benett 1995). Furthermore, these can affect productivity because 
work cannot be performed until the equipment is replaced. Everton, Jolton and Mastrangelo 
(2005) define theft as the unauthorized taking, control, or transfer of money and property of the 
formal work organization that is perpetrated by an employee during occupational activity.  

Production Deviance 

The dimension of production deviance is concerned with the evident drop in production quality 
or quantity due to the behaviour of the worker. Organizations often establish production 
standards in terms of quality and quantity (Darvishmotevali, Arasli & Kilic, 2017). These 
standards require adherence and are important for growing the market base and profit of the 
business. However, production deviance occurs where workers or employees of the 
organization either knowingly or unknowingly act in ways that can be considered detrimental 
to the production capacities and goals of the organization. Rahim and Cosby (2016) argue 
that organizations depend primarily on the actions of their workers, thus shifts in behaviour 
or expressions of deviance from expected standards or frameworks could have serious or 
significant implications for the survival and performance of the organization. It is from this 
position evident that production deviance not only affects functional processes in the 
organization but also impacts the organization's overall wellbeing. 

Robinson and Benett (1995) define production deviance as behaviours that violate the formally 
proscribed organizational norms delineating the minimal quality and quantity of work to be 
accomplished as part of one’s job. For instance, most employees develop strategies to disrupt 
production in the organization. Such strategies include: being late to work, leaving early, taking 
excessive breaks, making personal calls, withholding effort that is, intentionally working slow, 
wasting resources, cyberloafing where one surfs the web doing non-work related tasks such as 
chatting on social networks sites, using drugs and alcohol in the workplace, giving unnecessary 
excuses like calling in sick when well (absenteeism) are forms of production deviance. 
Withholding effort describes the incidence where an individual gives less than full effort on a 
job-related task. An employee might withhold effort because he has negative views about the 
group or the organization. Kidwell and Kochanowski (1995) 2005 proposed that all these 
behaviours have an impact on the productivity of organizations. Lateness and absenteeism are 
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closely linked to each other. Those employees who are absent frequently also tend to be 
unpunctual (Everton et al., 2005). 

 

 

Personal Deviance 

Deviance which is personal is that which directly affects the relationships and lines of 
communication or interaction of the individual. Personal deviance is expressed through actions 
that could be described as uncivil and abusive. It reflects behaviour that falls outside the norm of 
the organization and which significant others find uncomfortable, toxic and even harassing in 
nature. Sharma, Schuster and Singh (2016) argue that personal deviance portends the individual 
as being problematic and wayward. It is also depicted in the refusal to conform to the 
behavioural standards of the organization. Farhadi, Nasir, Omar and Nouri (2015) observe that 
such behaviour can be dangerous for the organization since it could affect the customers and the 
impression they have of the organization. The author further noted that while policies and 
regulatory frameworks are useful in addressing such tendencies within the workplace, these 
suggest an overly authoritative that coercive approach to the challenge; hence organizations 
should also consider alternatives such as mentoring, job design and other actions structured 
towards enhancing meaning and motivating the employee.  

Violence that is initiated by co-workers can happen everywhere: No industry, no organization, 
and no employee can exclude the occurrence of such behaviour. Personal deviance is when 
an individual behaves in an aggressive or hostile manner towards others. Robinson and 
Benett (1995) affirmed that most employees develop some forms of personal deviance such 
as; sexual harassment, rape, verbal abuse, physical assaults, sabotaging the work of co-workers, 
stealing from co-workers, destroying property of co-workers, and endangering co-workers are 
forms of personal aggression. Everton et al., (2005) narrate those employees who have more 
health problems either physical or emotional are less committed to the organization because they 
tend to be more depressed and have less job satisfaction than those who are not victims of 
aggression by their co-workers. When victims of such employee deviant behaviour receive and 
feel supported, there is a higher positive report of employee well-being than those not being 
supported. Everton et al., (2005) suggest that organizations are faced with greater costs when 
individuals possess this type of behaviour. The costs are incurred as a result of lower 
productivity, lost work time, inferior quality, medical and legal expenses, and a damaged public 
image. Van Fleet and Griffin (2006) posit that verbal aggression and obstruction usually take 
place covertly in the workplace. Hence, harming the victims- whether they are individuals or the 
organization- can be carried out with little danger (Appelbaum, Deguire& Lay 2005). 

Mindfulness and Employee Deviant Behaviour 
Mindfulness involves caution and consideration of others in one's actions and decisions 
(Whelpley & McDaniel, 2016). In workplace relationships, mindfulness depicts the employees’ 
capacity to accommodate others and to care for their concerns as well. Mindfulness as such 
considers the implications of its actions in a broader context and as such is more careful about its 
impact and outcome. Schutte (2016) argues that employees who are mindful are more attuned to 
the dynamics of their social context and the implications of their actions on others. In the same 
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vein, hence mindfulness cannot be discussed as a single or human action but as a social and 
intersubjective action which in its consideration of other significant factors and individuals 
which share its social context and as such are impacted upon by its behaviour and decisions. 
 
According to Brown and Ryan (2003), mindfulness can be seen as an attribute of consciousness 
that can be conceptualized in a variety of ways that include a dispositional personality trait 
among individuals. Kabati-Zinn (2003) conceptualizes mindfulness as being the awareness that 
emerges through paying attention to purpose, in the present moment, and non-judgmentally to 
the unfolding of experience moment by moment. Mindfulness as a trait reflects the general 
tendency for individuals to abide in mindful states over time and across situations. On the other 
hand, mindfulness as a psychological state denotes an individual’s ability to invoke a mindful 
mode of awareness at a given moment (Brown et al., 2007). Empirical studies have revealed a 
positive influence of mindfulness as a trait for example on job performance and work 
engagement (Dane and Brummel, 2013) and job satisfaction (Hulsheger et al., 2013).  

Whether mindfulness is a stable trait for some individuals or a momentary state for others, it is 
an inherently human quality that can be developed, so that individuals bring quality to the way 
they attend to thoughts, actions and emotional states. Mindfulness has been shown to have the 
potential to increase positive aspects of well-being and to decrease negative ones (Brown et 
al., 2007). Workplace employee deviant behaviour is an important issue because it can 
negatively affect favourable work outcomes. Employee deviant behaviour in the workplace can 
negatively affect a manager’s support to their team (Bakker, Westman, & Van Emmerik, 2009). 
Mindfulness in this sense is relational, and as observed could enhance the employees' choices 
such that employee deviant actions and behaviour are substantially reduced within the 
organization. 

The following null hypotheses address the relationship between the variables: 

HO1: There is no significant relationship between mindfulness and property deviance in Deposit 
Money Banks in Rivers State 

HO2: There is no significant relationship between mindfulness and production deviance in 
Deposit Money Banks in Rivers State 

HO3: There is no significant relationship between mindfulness and personal deviance in Deposit 
Money Banks in Rivers State 

METHODOLOGY 

The study adopted a cross-sectional survey in its investigation of the variables. Primary data was 
generated through structured questionnaire. The population for the study is the 202 employees 
from the 18 Deposit Money Banks in Nigeria. The study concentrated on the headquarters of the 
various banks as they oversee the activities of other branches within the state. The sample size of 
134 was determined using census method since our population was small. The reliability of the 
instrument was achieved by the use of the Cronbach Alpha coefficient with all the items scoring 
above 0.70. The hypotheses were tested using the Spearman’s Rank Order Correlation 
Coefficient with the aid of Statistical Package for Social Sciences version 23.0. The tests were 
carried out at a 95% confidence interval and a 0.05 level of significance.  
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DATA ANALYSIS AND RESULTS 

Bivariate Analysis  
The level of significance 0.05 was adopted as a criterion for the probability of accepting the null 
hypothesis in (p> 0.05) or rejecting the null hypothesis in (p <0.05). The level of relationship 
between mindfulness with each of the measures of employee deviant behaviour is to examine the 
extent mindfulness can impact on the outcome of each measure of employee deviant behaviour. 

Table 1 Test for Mindfulness and the Measures of Employee Deviant Behaviour 

 Mindfulness 
Property 
Deviance 

Production 
Deviance 

Personal 
Deviance 

Spearma
n's rho 

Mindfulness Correlation 
Coefficient 

1.000 .524** .783** .674** 

Sig. (2-tailed) . .000 .000 .000 
N 117 117 117 117 

Property  
Deviance 

Correlation 
Coefficient 

.524** .868** 1.000 .779** 

Sig. (2-tailed) .000 .000 . .000 
N 117 117 117 117 

Production 
Deviance 

Correlation 
Coefficient 

.783** 1.000 .868** .853** 

Sig. (2-tailed) .000 . .000 .000 
N 117 117 117 117 

Personal  
Deviance 

Correlation 
Coefficient 

.674** .853** .779** 1.000 

Sig. (2-tailed) .000 .000 .000 . 
N 117 117 117 117 

**. Correlation is significant at the 0.01 level (2-tailed). 
Source: Research data, 2021 

Source: Research data, 2021 

Ho1: There is no significant relationship between mindfulness and property deviance in Deposit 
Money Banks in Rivers State, Nigeria. 

The correlation coefficient (r) shows that there is a significant and positive relationship between 
mindfulness and property deviance. The rho value 0.524 indicates the direction and magnitude of 
this relationship which represents a moderate correlation. Also displayed is the statistical test of 
significance (p-value) which makes possible the generalization of our findings to the study 
population. From the result obtained from table 1, the sig- calculated is less than significant level 
(p = 0.000 < 0.05).  Therefore, based on this finding the null hypothesis earlier stated is hereby 
rejected and the alternate upheld. Thus, there is a significant relationship between mindfulness 
and property deviance in Deposit Money Banks in Rivers State, Nigeria. 
Ho2: There is no significant relationship between mindfulness and production deviance in 

Deposit Money Banks in Rivers State, Nigeria. 
The correlation coefficient (r) shows that there is a significant and positive relationship between 
mindfulness and production deviance. The rho value 0.783 indicates the direction and magnitude 
of this relationship which represents a strong correlation. Also displayed is the statistical test of 
significance (p-value) which makes possible the generalization of our findings to the study 
population. From the result obtained from table 1, the sig- calculated is less than significant level 
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(p = 0.000 < 0.05).  Therefore, based on this finding the null hypothesis earlier stated is hereby 
rejected and the alternate upheld. Thus, there is a significant relationship between mindfulness 
and production deviance in Deposit Money Banks in Rivers State, Nigeria. 
Ho3: There is no significant relationship between mindfulness and personal deviance in Deposit 

Money Banks in Rivers State, Nigeria. 
The correlation coefficient (r) shows that there is a significant and positive relationship between 
mindfulness and personal deviance. The rho value 0.674 indicates the direction and magnitude of 
this relationship which represents a strong correlation. Also displayed is the statistical test of 
significance (p-value) which makes possible the generalization of our findings to the study 
population. From the result obtained from table 1, the sig- calculated is less than significant level 
(p = 0.000 < 0.05).  Therefore, based on this finding the null hypothesis earlier stated is hereby 
rejected and the alternate upheld. Thus, there is a significant relationship between mindfulness 
and personal deviance in Deposit Money Banks in Rivers State, Nigeria. 
DISCUSSION OF FINDINGS 
The results from the analysis reveal significant relationship between mindfulness and employee 
deviant behaviour in deposit money banks in Rivers State. The findings linked the effect of 
mindfulness on employee deviant behaviour in deposit money banks in Rivers State, that is using 
mindfulness to build employee deviant behaviour. A critical appraisal of the finding reveals that 
mindfulness has a positive and significant effect on property deviance; mindfulness has a strong 
positive and significant effect on production deviance; mindfulness has a positive and significant 
effect on personal deviance. In all, mindfulness has a strong positive and significant relationship 
with employee deviant behaviour in deposit money banks in Rivers State.  

Prior empirical research has provided considerable evidence that the level of organizational 
spirituality is directly related to the quality of relationships between employees and the 
organizations and has proven to be a significant predictor of a number of important employee 
attitudes and behaviours including caution and consideration of others in one's actions and 
decisions (Whelpley & McDaniel, 2016). In workplace relationships, mindfulness depicts the 
employees’ capacity to accommodate others and to care for their concerns as well. Mindfulness 
as such considers the implications of its actions in a broader context and as such is more careful 
about its impact and outcome. Schutte (2016) argues that employees who are mindful are more 
attuned to the dynamics of their social context and the implications of their actions on others. In 
the same vein, hence mindfulness cannot be discussed as a single or human action but as a social 
and intersubjective action which in its consideration of other significant factors and individuals 
which share its social context and as such are impacted upon by its behaviour and decisions. 
Thus employees are careful in their actions, thoughts, and behaviour towards others while 
carrying out responsibilities. This corresponds with Kabati-Zinn (2003) conceptualization of 
mindfulness as being the awareness that emerges through paying attention to purpose, in the 
present moment, and non-judgmentally to the unfolding of experience moment by moment. 
Mindfulness as a trait reflects the general tendency for individuals to abide in mindful states over 
time and across situations.  

This study agrees with Dane and Brummel (2013); Hulsheger et al. (2013) as their empirical 
studies revealed a positive influence of mindfulness as a trait for example on job performance 
and work engagement and job satisfaction. Whether mindfulness is a stable trait for some 
individuals or a momentary state for others, it is an inherently human quality that can be 
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developed, so that individuals bring quality to the way they attend to thoughts, actions and 
emotional states.  

CONCLUSION AND RECOMMENDATION 

Based on the foregoing findings, it was concluded that mindfulness has a significant influence on 
employee deviant behaviour in Deposit Money Banks in Rivers State. Implying that an increase 
in employee mindfulness would discourage deviant behaviours in employees in Deposit Money 
Banks in Rivers State. 

Therefore, it was recommended that that Management of Deposit Money Banks should 
encourage mindfulness in employees by organising mindfulness programs in order to work place 
deviance. 
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INTRODUCTION 

Organizations are ladened with stress, strains, tensions and paradoxes which are observable in 
the day to day activities and relationship between managers/leaders and employees. This 
relationship explains aspects of organizational effectiveness, efficiency and commitment. 
Managers engage in practices that are intended to influence their subordinates (Hiller, DeChurch, 
Murase & Doty,2011) to cope with day to day interactions and feel a sense of belonging. Stress 
reduction is a crucial management issue since it could have adverse effects on the productivity of 
the organization and the ability to retain valuable employees (MiznikovaandSchönfeldt, 2010). 
Geoswami and Nair (2018) posit that managerial humor can make employees experience positive 
emotions which reduce stress and result in engaged employees. Humor is considered a 
fundamental ingredient of good and healthy employment relationships, particularly regarding 
that of managers-employees relationship which has numerous organizational outcomes as 

Abstract: This paper examined managerial humor practices as a driving force for employees’ commitment. 
Humorous practices or styles such as, affialiative, self-enhancing, aggressive and self-defeating humor employed 
by managers in their relationship with employees were discussed.  The humor styles were further classified as 
positive and negative humor depending on the function it performs in the attainment of employees’ organizational 
commitment. Affiliative and self-enhancing humors are classified as positive humors because they are positively 
related with the psychological well-being while aggressive and self-defeating humors are categorized as negative 
humor styles since they result in emotional reactions that are predominantly negative such as anger and 
aggression. Conclusion was drawn from scholarly research and articles, which postulated that managerial 
positive humor practices have a positive relationship with employees’ commitment, hence a driving force for 
employees’ organizational commitment while the negative humor is negatively correlated with employees’ 
organizational commitment. It was recommended that positive humor should be encouraged in managerial 
relationship with subordinates to drive employees’ commitment for the overall success of the organization. 
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proposed by researchers. Miznikova and Schönfeldt (2010) referred that humor is a tool that 
managers use in achieving benefits in the organization. 
 
Humor has the potential to address both issues of employees’ retention and viability by helping 
to create a fun filled environment that employees find attractive (Romero andArendt, 2011).In 
the workplace, where differences in power and authority are an intrinsic part of interaction 
between managers and employees and colleagues, humor is an exceptionally useful strategy for 
putting across a negative or critical message or trying to undermine an opponent in an ostensibly 
acceptable manner(Cahill &Densham, 2014).Researchers have cautioned that humor can be both 
positive and negative and have proposed that work become meaningful when managers use 
positive humor to communicate with their employees because humorous expressions are an 
important aspect of interaction. In the same vein humorous work environment releases 
employees’ creativity, reinforces their sense of freedom and commitment.    

Commitment is the psychological state that binds the individual to the organization (John and 
Elyse, 2010). This binding force can be necessitated by certain factors and experienced in 
different ways that can be accompanied by different mindset, including affective attachment and 
involvement with target (affective commitment), a felt obligation to the target (normative humor) 
and awareness of the cost associated with discontinuing with the target that is, continuance 
commitment (Igella, 2014). With this in mind, managers adopt practices that can drive 
employees’ commitment as humor encourages productivity, builds momentum and reinforces a 
sense of belonging to something worthwhile.  

LITERATURE REVIEW 

Theoretical Foundation 

There are three basic theories used in extant literature that explain humor; incongruity theory, 
relief theory and superiority theory. These three theories according to (Romero & Arendt, 2011) 
can be thought as contingency theories since they explain how humor works in different 
situations. 

Incongruity Theory 
This theory of humor was first mentioned by a German Philosopher, Emmanuel kant  in 1790 
and was further explained in “The World as Will and Idea”, by Arthur Schopenhauer in 1819 
who asserted that laughter is a means of acknowledging the humor that results when there is a 
disconnect between one idea and one’s expectations. This theory attempts to explain what can be 
considered as humorous. It is built on the premise that surprises and uncommon circumstances 
engender humor (Meyer, 2000). According to this theory the things that people usually find 
funny and humorous are somewhat unexpected, surprising or inappropriate (Miznikova and 
Schönfeldt, 2010). This type of humor functions by establishing an incongruity between bodies 
of knowledge and the subsequent resolution of the incongruity by the recipient (Suls, 1972). 
Humor then can be seen as incongruity problem solving, which when moderately difficult, 
results in pleasure (e.g. laughter) when resolved (Romero & Arendt, 2011). This theory emphasis 
the cognitive aspect of humor, where it is necessary for one to have the mental capacity to 
identify and understand incongruous changes. With the application of this theory, some forms of 
humor found within the work environment are illustrations of the incongruity theory.  In the 
organization, the use of incongruity may assist in communicating unpleasant information or 
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expression of feelings with minimal social risk (Graham, Papa & Brooks, 1992). It has been 
stated that humor eases tension and overcomes monotony in the workplace (Richardson, 2013). 
This leads to employees engaging with one another (Meyer 2000). According to the Incongruity 
Theory, humor interrupts the pattern of dreariness of the workplace with a pleasant incongruence 
(Duncan, Smeltzer & Leap, 1990). 
 
Relief Theory 
This theory of humor tries to explain humor from the perspective of its functions and values to us 
as individuals. According to this theory, humor is an antidote of tension, stress and paradoxes of 
everyday life. The major proponent of this theory is Sigmund Freud.  Freud (1928) opined that 
humor releases repressed emotions that are associated with the humor theme. Also, this theory 
assumes that an individual will laugh or experience humor when he/she feels that stress or 
tension has been released (Martin, Rich and Gayle, 2004). The theory is expressed as the release 
of built-up tension either regarding a subject or a general sense of tension within the responder 
(Morreall 2009; Lyttle 2007). Thus, organizational members use jokes, stories, and anecdotes to 
build group cohesion and alleviate boredom (Block, Browning, & McGrath, 1983; Smeltzerand 
Leap, 1988; Ullian, 1976), develop inclusive relationships, increase a sense of belonging 
(Duncan et al., 1990), reduce tension (Martineau, 1972), and enhance group enjoyment 
(Wasserman and Klein, 1974). Additionally, self- disparaging humor, that is when jokes are 
directed at oneself, could be used as a tool by managers to achieve a release of stress and 
increased subordinate participation, thus being an effective tool in the hands of a skillful leader 
(Miznikova and Schönfeldt, 2010). 
 
Superiority Theory 
This theory is centered on the superiority of a person over others and can be traced as far back as 
Plato. Superiority theory postulates that humor is used to gain control (LaFave, &Mennell, 1976) 
and feel superior (Ziv, 1984) by laughing at people or things that one’s feels better than. Hobbes 
is often seen as the originator of the superiority theory, stemming from his political philosophy 
(Miznikova and Schönfeldt, 2010). His philosophy maintains that people are not making the 
social contracts out of altruistic concerns but rather to protect themselves, thus a person would 
feel jubilant whenever others look bad in comparison (Duncan et al. 1990).  This theory proposes 
that if humor provokes laughter, either inward or outward, it is because of a sense of triumph 
over the person or situation. Superiority humor is often used to gain control over subordinates, 
while not always being of an aggressive nature and directed at another party. Also, applying this 
type of humor allows to "maintaining boundaries without suffering negative effects that occur 
when using forceful or critical language" (Martin 2004 p.209). Consequently, superiority humor 
can reinforce group unity by laughing at somebody’s faulty behavior together, while feeling 
triumphant over those being ridiculed (Meyer 2000).In the organizational setting, though, status 
has a great importance in deciding who can execute humor over whom (Duncan, 1985). First, 
high status subordinates of a group joke more than low-status subordinates. Second, high-status 
initiators most often direct jokes towards low status subordinates. Third, when other (high-status) 
subordinates are present, high-status subordinates refrain from self-disparaging humor 
(Miznikova and Schönfeldt, 2010). 
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The Concept of managerial Humor Practice 
The concept of humor in the organization is currently receiving significant attention as against 
certain historical context where managers consciously suppress humor because it was seen as 
uncivilized and dangerous (Collinson, 2017). These have led to the different definitions of humor 
given by several scholars as humor does not lend itself to general definition even though it is all 
around us and is used constantly; it is not a concept that can be easily defined (Miznikova and 
Schönfeldt, 2010). This is why scholars in the study of humor do not have a universal definition 
but adopt different definitions depending on the aspect of humor being studied. Gkorezis, 
Hatzithomas and Petridou(2011) in their study of ‘The Impact of Leader’s Humor on 
Employees’ PsychologicalEmpowerment: the Moderating Role of Tenure’ defined humor as a 
social expression with beneficial effects on physical and psychosocial health and well-being. 
Miznikora and Schonfeltd (2010) in defining organizational humor adopted Romero and 
Cruthirds (2006); definition of humor as amusing communication that produces positive 
emotions and cognitions in the individuals, groups or organization.The positive effect reflects the 
extent to which a person feels enthusiastic, active, and alert, and is related to social activity and 
positive emotional reactivity (Hoendervoogt, 2015). Similarly, it has a certain effect on the 
workplace or an organization too. For individuals at workplace, humor concerns their working 
mood and is a means for them to interact with members of their team.  
 
Adequate exercise of humor can create a fun atmosphere and resolve embarrassment, dilemmas 
and even conflicts among people, establishing familiarity withothers and contribute to the quality 
of interpersonal relationship (Ho, Wang, Huang & Chen, 2011). In contemporary management, 
managers are expected to create an environment/climate where employees can easily interact 
with management and fellow employees, which will promote employees’ cooperation that is 
necessary for the achievement of organizational goals. Humor when used in the organization 
promotes healthy work life and harmony. Managerial humor practice involves mangers 
communicating and interacting with subordinates using humorous materials. Managers can 
induce humor by presenting pleasant surprises, teasing, joking, laughing out loud, smiling, and 
raising a cynical eyebrowaimed at creating a fun filled atmosphere where employees can feel 
free to express themselves. Managers have a choice on how to introduce humor and this choice is 
amongst the different humor styles. An important development in humor research is the 
conceptualization of four humor styles in extant literature by scholars that can be explored by 
managers in the workplace which include: affiliative humor, self- enhancing humor, aggressive 
humor and self-defeating humor (Romero and Arendt, 2011). 
 
Humorous Practices 
Humorous practices in the organization or styles reflect individual differences in the functions of 
humor. Approaches to humor are assumed from the initiator’s perspective, thus suggest why a 
manager would choose one or the other style in various organizational situations (Miznikova & 
Schönfeldt, 2010). Though approaches to humor are independent, they can be combined due to 
the overlapping functions they perform. Below are the four humorous practices employed by 
managers:  
 
Affiliative humor 
Affiliative humor is used to ease tension in interpersonal communication. People who employ 
this kind of humor tell jokes and funny stories to attract others and improving social interaction. 
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This position is supported by Ho, Wang, Huang and Chen (2011), they asserted that it is like a 
lubricant that can easily ease out interpersonal strangeness and nervousness and instillenthusiasm 
into social occasions. Similarly, this type of humor also has positive correlation with self-esteem, 
optimism, and a good mood; it is negatively correlated with nervousness and anxiety (Martin, 
Puhlik-Doris, Larsen, Gray & Weir, 2003). Managers who use this humor practice/style tell 
jokes or funny things to relief interpersonal tension and provide subordinates with the sense of 
comfort; these managers are usually liked by others and seen as non-threatening.Ho, Wang, 
Huang &Chen (2011) also opined that applying affiliative humor in an organization is often built 
on the hope to minimize the strange feelings with subordinates, shorten mutual distance, try to 
bring members together and create solidarity and a positive environment so that the individuals 
and team can work toward common goals. 
 
Self-Enhancing Humor 
Self-enhancing humor helps in developing a positive mindset in the face of distress, tension and 
tribulation. People who employ self-enhancing humor have a humorous view of life and are not 
easily overwhelmed in distress and by its inevitable tribulations (Romero & Arendt, 2011). 
These people have a humorous attitude towards their life. When they deal with stress or 
difficulty, they motivate themselves through humor and maintain theirpositive awareness. It is an 
emotion-regulating or responsive defense mechanism. Self-enhancing humor has been said to be 
negatively related to neuroticism and positively related to self-esteem and favorable emotions 
(Ho, Wang, Huang & Chen, 2011). Romero and Cruthirds (2006) posit that this type of humor is 
used to enhance the image of the initiator when used in the organization. This humor style is 
individual centered unlike affliative humor (Martin et al., 2003). Romero and Cruthirds (2006) 
also opined that this type of humor is use mainly to impress others. This is in consonance with 
Martin et al., (2003) assertion that self-enhancing humor emphasizes the internaltransformations 
of oneself and it is not easy for team members to be aware of the intensions of the initiations at 
the beginning. Managers who use this humor style enhance their self-image relative to others and 
demonstrate to others that the manager has a positive mindset towards stress and can effectively 
cope with organizational distress.  
 
Aggressive Humor 
Aggressive humor involves ‘put down’. People who use this type of humor try to humiliate, be- 
little and victimize others. It is also aimed at manipulating others by means of implied threat or 
ridicule (Janes & Olsen, 2000). This humor style is based on the superiority theory, which 
postulates that the initiator of the humor is superior to others. People make themselves feel better 
at the expense of others by using aggressive humor in order to maintain a superior status. 
Aggressive humor is said to be negatively related to agreeableness and conscientiousness while 
positively related to hostility, aggression, and nervousness (Martin et al., 2003).Naturally, 
aggression does not produce positive emotions and similarly it is not expected to establish 
positive relationships (Miznikova &Schönfeldt, 2010). In organizations, managers use this type 
of humor to humiliate employees increasing their anxiety and reducing their well-being 
(Gkerezis, Hatzithomas & Petridou, 2011). According to Miznikova and Schönfeldt (2010) the 
use ofaggression by managers might equal exercise of power and insensitivity, thus is not 
advised to be practiced when trying to achieve organizational outcomes by friendly means.  
 
 



International Academy Journal of Management, Marketing & Entrepreneurial Studies 

                                          asasubmitpaper@gmail.com                                                             205 
 

Self-Defeating Humor 
Individuals who use self-defeating humor employ self-disparaging jokes in an attempt to amuse 
others. Self-defeating humor is a negative humor style detrimental to oneself and a self-denying 
defense mechanism that tends to hide negative feelings away from problems through humor 
(Romero and Cruthirds, 2006). By producing an excessive amount of self-disparaging and 
cynical humor, individuals attempt to ingratiate others at their own expense, by being the butt of 
the joke (Kuiper and McHale, 2009). This type of humor is said to be often positively related to 
depression, low self-esteem and anxiety, and negatively correlated with self-esteem, happiness 
and social support satisfaction (Martin et al., 2003). Self-defeating humor when used in an 
organization is meant to go along with everyone and gain acceptance from others. Managers who 
use excessive self-defeating humor can result in subordinates perceiving him/her not seriously, 
thus endangering their power in the group or organization. Despite the negative impacts of this 
humor style resulting in perceived emotional neediness and low self-esteem, managers who use it 
moderately are capable of facilitating closer relationships with employees by reducing their 
status, will be considered more approachable (Romero & Cruthirds, 2006). 
 
The aforementioned humor styles can be broadly categorized into two major groups; positive and 
negative humor styles; affiliative and self-enhancing humorous approaches can be considered as 
positive humor since they are positively related with the psychological well-being (Gkerezis, 
Hatzithomas & Petridou, 2011). On the other hand, aggressive and self-defeating humor styles 
result in predominantly negative emotional reactions such as anger and aggression hence can be 
categorized as negative humor styles. Researchers have proposed that work become meaningful 
when managers use positive humor to communicate with their employees because humorous 
expressions are an important aspect of interaction which generates positive emotions. Roberts 
and Wilbanks (2012) posit that humor can perpetuate a positive emotions base on their wheel 
model of humor. In a study by Cheng and Wang (2014) it was found that persistent behavior can 
be influenced by humor through generating emotions. Managers’ positive humor has been found 
to be positively associated with workattitudes such as subordinate job satisfaction and 
commitment (Geoswami and Nair, 2018). 
 
Managerial Humor Practices and Employees’ Organizational Commitment 
Commitment is defined as a psychological state that binds the individual to the organization 
(John & Elyse, 2010). Fu and Deshpande (2013) refer to employees’ organizational commitment 
as a measure of employees’ attachment to and identification with their job. This involves an 
active attitude to work by the employees; willingness to be devoted to the organization and to 
remain employed in the organization. Such employees would be willing to expend their efforts 
in; demonstrate loyalty to the organization (Lee & Cha 2015) and will develop a predisposition 
and emotional attachment that is psychologically aligned with the organization’s strategic intent 
(Narteh, 2012). Employees’ organizational commitment is simply employees’ attitudes to 
organization (Zhenget, 2010) and is crucial to the success of the organization. So it can be said 
that someone who has high organizational commitment will tend to show it in the attitude of 
acceptance, confidence, strong and in support of the values and goals of the organization, as well 
as a strong impetus to maintain membership in the organization for the achievement of 
organizational goals (Djastuti, Irviana,  Rahardjo & Udin, 2019).  Employees who have a high 
commitment to the organization will work more optimally and show good performance (Lee, 
Tan & Javalgi).  
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Owoyemi, Oyelere, Elegbede and Gbajumo-Sheriff (2011) have conceptualized three dimensions 
of employees’ organizational commitment which include affective commitment, continuance 
commitment and normative commitment. Affective commitment refers to the employees’ 
emotional attachment to, identification with, and involvement in the organization (Igella, 2014). 
Affective commitment is said to have a positive relationship with low employee turnover, low 
absenteeism and improved job performance (Wang, 2010). On the other hand, Continuance 
commitment is concerned with the employees desire remain with the organization which could 
be as a result of the cost associated with leaving the organization such as tenure, pay, benefits, 
vesting of pensions and family (Igella, 2014). Normative commitment is the moral obligation 
employees feel to remain in the organization. Coyle-Shapiro, 2008) proposed that normative 
commitment has been found to be correlated with affective commitment.  
 
Scholars suggest that employees may express each of these three forms of commitment to 
varying degrees depending on the force that binds the employees to the organization and the 
factors that necessitated it. This binding force reflects the extent to which an individual identifies 
with an organization. Organizational commitment is often interpreted by employees’ feelings 
toward the organization, how employees are willing to contribute and stay with the organization 
(Djastuti,   Irviana, Rahardjo & Udin, 2019).  They further opined that this feeling is often called 
affection, where one dimension of organizational commitment is affective commitment. An 
employee who feels fun at work or humor will be pleased with the work environment; it will 
spur them to exhibit positive behavior and attitude, one of which is how it is committed to the 
organization. The fun at work reflects and enhances an employee's commitment to the 
organization. 
 
Djastutietal, et al. (2019) in their study found that humor or fun at work has a positive effect on 
organizational commitment. Fun moods and 'humor' in the workplace can be transmitted to other 
employees.  Managerial positive humor practices such as affiliative and self-enhancing humor 
act as a bond to bring people together (Cahill & Densham, 2014).  Individuals who use affiliative 
humor would be expected to be more cooperative with their team members and more committed 
to the organization, since the positive and other-focused nature of affiliative humor makes it a 
natural fit with cooperative and committed behaviors.Likewise, individuals who use self-
enhancing humor would be expected to be more cooperative with their teams and more 
committed to their organizations because they are more satisfied.(Romero & Arendt, 2011) 
further purported that the positive relationship between self-enhancing humor and both 
extraversion and agreeableness suggests a positive relationship with team cooperation and 
organizational commitment.  According to Geoswami and Nair (2018) leaders’ positive humor 
has been found to be positively associated with work attitudes such as subordinate job 
satisfaction and commitment (Burford, 1987; Decker, 1987).  
 
Similarly, Romero and Arendt (2011) in their research found that there is a positive relationship 
between team cooperation and affiliative humor and self-enhancing humor. In addition, there is a 
positive relationship between organizational commitment and affiliative humor and self-
enhancing humor. There is a negative relationship between self-defeating humor and agree-
ableness, social intimacy, and conscientiousness. This is consonance with Martin, et al., (2003) 
who asserted that a negative relationship exists between self-defeating humor and team co-
operation or organizational commitment. People who use self-defeating humor would likely have 
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a negative outlook on their team and their organization. Individuals who use aggressive humor 
are likely to perceive their team and their organization as inadequate and unworthy of their 
continued participation. The negative relationship between aggressive humor, agreeableness and 
conscientiousness and the positive relationship between aggressive humor and hostility (Martin, 
et al., 2003) suggest a negative relationship with team cooperation or organizational 
commitment. 
 
CONCLUSION AND RECOMMENDATION 
Managerial humor practice is a crucial factor in the organization which entails the relationship 
that exists between the managers and subordinates. This relationship is necessary for the 
effective operation of the organization. This is way humor practice in the organization creates 
positive feelings that enable employees have a sense of belonging. The three widely used 
theories of humor, which include: incongruity theory, relief theory and superiority earlier 
discussed laid the foundation on how humor is used and the functions it performs in the 
organization. These functions of humor are expressed in the humor styles employed by 
managers, which could be in form affiliative humor, self-enhancing humor, aggressive humor 
and self-defeating humor. 
 
Scholars in this field have proposed that the use of positive humor (affiliative and self-
enhancing) can stimulate positive emotions which in turn have the potential to trigger 
organizational outcomes such as employees’ organizational commitment necessary for the 
attainment of the goals and objectives of the organization. On the contrary, negative humor 
(aggressive and self-defeating) has also been found to be negatively related to employees’ 
organizational commitment because managers who employee negative humor are likely to 
perceive their team and their organization as inadequate and unworthy of their continued 
participation. Hence, managers are encouraged to employ positive humor, that is, affiliative and 
self-enhancing humor to drive employees’ organizational commitment as it is pertinent for the 
overall success of the organization. 
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INTRODUCTION 

An effective leader influences followers in a desired manner to achieve desired goals. Different 
leadership styles may affect organizational effectiveness or performance (Nahavandi, 2002). 
Entrepreneurs have become the heroes of economic development and contemporary enterprises 
(Sathe, 2003). Entrepreneurial orientation is a commonly used measure in the literature (Morris 
and Kuratko, 2002). This concept is the presence of organizational-level entrepreneurship 
(Wiklund & Shepherd, 2005). 
 
Some researchers have tried to combine the two concepts into entrepreneurial leadership to 
explore both leadership and entrepreneurship behaviour (Gupta, MacMillan & Suriec, 2004; 
Tarabishy, Solomon, Fernald & Sashkin, 2005). They have tried to combine entrepreneurship 
with leadership into a new form of leadership called entrepreneurial leadership. This new 
leadership model has been used to show both entrepreneurship and leadership behaviour 

Abstract: The business context has seen rising competition for critical resources and numerous scholars have 
suggested that in the current complex and volatile environments, it is obvious that the escalating ineffectiveness of 
more traditional approaches to strategy necessitates an entrepreneurial approach. Many have suggested a more 
entrepreneurial approach such as entrepreneurial leadership. They argued that organizations must be more 
entrepreneurial to enhance their performance, their capacity for adaptation, and long-term survival.  Some 
research studies indicate that entrepreneurial behaviour in established firms is associated with superior 
performance. Therefore, there has been notion of adopting entrepreneurial leadership to improve organizational 
performance. The concept of entrepreneurial leadership involves fusing the concepts of entrepreneurship, 
entrepreneurial orientation, and entrepreneurial management with leadership. It emphasizes taking a strategic 
approach to entrepreneurship, so that the entrepreneurial initiatives can support development of enhanced 
capabilities for continuously creating and appropriating value in the firm. This paper examines conceptually 
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(Tarabishy, et al., 2005). In the dynamic, complex, and uncertain competitive environment, a 
type of entrepreneurial leader who is distinct from the behavioural form of leaders is needed 
(Cohen, 2004). 
 
Entrepreneurial attitudes and entrepreneurial behaviours are high on the agenda of contemporary 
organizations. Yet, we know little about how such attitudes and behaviours are developed in 
employees other than via training. In day-to-day work situations, leaders have a strong effect on 
employees’ behaviour. Hence, it is interesting to research what specific leadership behaviours 
encourage the entrepreneurial orientation. Leadership theory and entrepreneurship theory 
proposition that launching, sustaining, and growing successful business enterprises require 
effective leadership style and entrepreneurial orientation to successfully influence business 
performance (Gupta, MacMillan & Surie, 2004; Lumpkin & Dees, 1996; Miller, 1983).  A 
business owner’s failure to identify and apply an effective leadership style that supports a 
strategic entrepreneurial orientation diminishes any organization’s capacity for successful 
business performance (Burgelman, 1983, 2015; Cossin & Caballero, 2013; Gupta et al., 2004; 
Pawar, 2003; Schumpeter, 1934, Yang, 2008). 

Dating back several decades, Schumpeter (1934) argued that organizational entrepreneurial 
activity drives the business performance of the organization.  More recently, Burgelman (2015) 
argued that the freedom for entrepreneurial activity within an organization depends in large 
measure on the leadership style by which organizations manage stable strategic process systems 
while embracing the risk, innovativeness, and proactivity that define entrepreneurial activity 
(Burgelman, 1983, 2015; Covin & Slevin, 1986; Miller, 1983; Wiklund & Shepard, 2003, 2005). 
 Scholars agree that employees will refrain from behaving entrepreneurially without signals that 
top-level managers support such behaviour (Brugelman, 1983, 2015; Wales, Monsen, 
&McKelvie, 2011). 

Leadership, as an entrepreneurial behaviour, is important due to its potential in recognizing one’s 
value in the entrepreneurial process; thus, it is considered vital in a variety of organizational-
sustainability-related aspects, such as fostering innovation and adapting to changing 
environments (Renko, El-Tarabishy, Carsrud & Brännback, 2015). Entrepreneurial leadership 
plays a significant role in determining the success of business ventures (Lubis, 2017). As for 
small businesses, entrepreneurial leadership remains essential as micro-entrepreneurs may not 
successfully develop their business without displaying effective leadership traits (Cogliser& 
Brigham, 2004). Perhaps, this may be the reason that the theme of micro-enterprise success has 
emerged as popular among entrepreneurs and researchers, especially for those keen in 
discovering a definitive formula for successful micro-entrepreneurship (Webb, Bruton, Tihanyi 
& Ireland, 2013). 

Specifically within the context of the entrepreneurial leadership characteristic, for instance, 
Lubis (2004) views the concept as relatively new and a growing area of interest that requires 
deeper knowledge penetration. Meanwhile, micro-enterprises have been reckoned for battling 
several limitations in terms of personal traits and competencies among owners that hinder their 
growth, survival, and sustainability (Lateh, Hussain& Halim, 2017). According to Rahman 
(2016), extremely low principal skills are generally one of the main reasons for micro and small 
businesses to face barriers at accessing formal markets. 
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LITERATURE REVIEW 

Theoretical Foundation 
Theory of Entrepreneurial Orientation 
The EO concept dates back to the 1970s (Covin & Wales, 2011). As one of the early contributors 
to the field, Mintzberg (1973), indicate EO as the key element in any entrepreneurial firm. 
According to Khandwalla (1976/1977), EO orientated firms ought to be dynamic, creative and 
vibrant to stay ahead of their competitors. SMEs driven by EO tend to integrate elements like 
risky taking, proactiveness and innovativeness to come up with a new product that drives 
competitors off the market (Miller, 1983). As Covin and Slevin (1988) indicate, leaders who 
have an EO mindset should lead entrepreneurially driven organisations. Covin and Slevin (1989) 
note that businesses in more competitive and unstable environments should consider embracing 
the EO concept compared to their counterparts who operate in more stable business 
environments. According to Miller (1983), the EO scale consists of innovativeness, risk taking, 
and proactiveness. A significant number of studies in the existing literature have used the above 
three measure of EO, reporting high levels of reliability and validity. Lumpkin and Dess (1996) 
added aggressiveness and autonomy to the existing EO measures. They argued that this could be 
able to give an in-depth and dependable measure.  
 
The EO theory provides an important framework for researching entrepreneurial activity, which 
is a key ingredient towards high performance of SMEs. SMEs should consider incorporating EO 
in their organisations if they are to survive and grow into future large firms that provide a 
dependable job creation capacity (Fatoki, 2012). EO is associated with high firm growth 
(Mwangi & Ngugi, (2014). Muchiri and McMurray (2015) note that firms, which invest on EO, 
outcompete their rivals in most cases. Many factors can affect the entrepreneurial orientation of 
SMEs. According to Musa, Ghani and Ahmad (2011), these factors can be internal or external. 
Internal factors include organisational structure, leadership style, firm size and management 
techniques among others while external factors include state of the economy, growth and trends 
in the industry, government rules and regulations (Musa et al., 2011). This study chooses to 
elaborate on internal factors that affect EO particularly leadership styles. According to Miller 
(1983), current literature emphasizes a need to explore more on internal factors affecting EO.  
 
Entrepreneurial Leadership  

Entrepreneurial leadership is parked at the intersection of leadership and entrepreneurship 
(Renko, El-Tarabishy, Carsrud & Brännback, 2015) wherein leadership translates the process of 
influencing (Yukl, 2008) whereas entrepreneurship reflects both the entrepreneur and the 
intersection of an entrepreneur with his or her surrounding opportunities (Renko, El-Tarabishy, 
Carsrud & Brännback, 2015). In reviewing the relevant literature with the objective of 
identifying the most significant dimensions that reflect entrepreneurial leadership, a list of 
essential attributes, including vision, opportunity-focused, influencing, planning, motivating, 
creativity, achievement-oriented, flexibility, persistence, patience, risk-taking, high ambiguity 
tolerance, tenacity, power-oriented, self-confidence, proactive behaviour and internal locus of 
control (Becherer, Mendenhall & Eickhoff, 2008; Stogdill, 1948), has been unraveled where the 
concepts of entrepreneurship and leadership converge. 
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In particular, Becherer et al. (2008) and Stogdill (1948), asserted that one of the significant traits 
of being a successful leader refers to the desire to accept responsibility as well as to occupy a 
position of dominance and control. In addition, Natuna and Rinaldi  (2017) noted that individuals 
are expected to possess professional accountability as part of their entrepreneurial competence 
and, especially, to comprehend essential entrepreneurial values, such as creativity, risk-taking, 
and leadership to name a few. From the stance of the related context, Greenberg et al. (2011), 
upheld that when an organization’s future goals and environment reflect the past, it is time for 
entrepreneurial leaders to adopt analytical models in predicting and managing the situation. 
Finally, Renko et al. (2015) claimed that individual-level antecedents, for example, leader 
demographics and emotional intelligence, could be highly significant in developing effective 
entrepreneurial leadership. 

As entrepreneurship among low-income or underprivileged entrepreneurs is the locus of this 
study, it, thus, focuses and builds on the traits or personalities that should be displayed by 
entrepreneurial leaders (Stogdill, 1948), instead of their actions (Renko et al., 2015), as 
entrepreneurship is exemplified by the traits exhibited by an entrepreneur (Man, Lau & Snape, 
2008), particularly among entrepreneurial organizations where entrepreneurs play the founding 
and dominant role for business progression (Daily, Patricia, Covin & Dalton,  2002). Hence, 
based on the above, the selection of the following entrepreneurial leadership components has 
been conceptualized on empirical evidence that suggests one’s personality plays a key role 
towards the origins of entrepreneurship (Frank, Lueger & Korunka, 2007). With focus placed on 
the perspectives laid down above, this study limits its discussions to the constructs of immediate 
interest, i.e., responsibility, accountability, analytical thinking, and emotional intelligence, thus 
depicting the notion of entrepreneurial leadership and articulating their respective effect on 
enterprise performance and sustainability. 

Dimensions of Entrepreneurial Leadership 
Responsibility  
Responsibility is reflective of habits that reinforce the capacity of a leader to organize and 
thereby expedite cooperative efforts generated by alertness and intelligence towards the motives 
and needs of others and followed by insight into situations (Stogdill, 1948). Meanwhile, the 
performance of a micro-enterprise as a multidimensional construct that blankets the operational 
and financial outcomes of a firm Venkatraman and Ramanujam, 1986) depicts the personality of 
the owners (Burnard & Bhamra, 2011; Naffziger, 1995). Moreover, the RBV upholds that 
specific traits of business managers from the stance of valuable knowledge, skills, beliefs, and 
capabilities can accelerate the performance of an organization (Barney, 1991; Grant (1991; 
Wernerfelt, 1984). Thus, the concept of responsibility viewed as an individual-specific ability 
may serve as a valuable and unique capability in channeling firms towards superior performance. 
Responsibility is closely associated with leadership, and hence, has been reckoned to be an 
essential characteristic of a leader (Stogdill, 1948). Within the context of entrepreneurship, the 
significance of responsibility as part of a leader’s traits can be explained by the fact that 
entrepreneurs work within a relatively unstructured environment where they need to be wholly 
responsible for every aspect of the enterprise, such as sales, recruitment, public relations, and 
negotiations (Zhao & Seibert, 2006; Kuratko, 2007). Empirically, Rodríguez and Cruz (2007), 
revealed a positively strong correlation between responsibility (environmental and social) and 
enterprise performance. 
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Accountability  
Accountability in leaders has been considered to be an informal and socio-political process 
where one is expected to behave in a particular manner to uphold an appropriate social order 
(Hall, Blass, Ferris & Massengale, 2004). Based on the RBV theory, accountability can be 
characterized as an individual-specific capability that serves as a valuable and unique capability 
that may lead firms towards superior performance (Barney, 1991; Grant, 1991; Wernerfelt, 
1984). As leadership is the process of occupying one or more positions of responsibility in group 
activities (Stogdill, 1948), it is fundamental that accountability (a socio-psychological process), 
as a trait displayed by leaders, brings individuals to be held responsible for their actions, and 
thereby abuse of their otherwise well-connected status can be controlled (Hall et al., 2004). 
As a fundamental construct of organizational theory, accountability has a vital function in 
managing organizations, particularly within the context of entrepreneurial leadership, where 
certain organizational members have influence upon others towards achieving organizational 
goals (Hall et al., 2004). Similarly, Tan and Kao (1999), noted that accountability has an impact 
upon work performance. Empirically, Nuhu and Hussani (2017), discovered that the 
accountability and composition exhibited by directors have a positive impact upon perceived 
enterprise performance.  
 
Analytical and Critical Thinking  
Analytical and critical thinking have been perceived as intellectual leadership thinking 
introversion, whereby an alertness to the surrounding environment and understanding situations 
are closely associated with leadership capability (Stogdill, 1948). Theoretically, the RBV posits 
that an entrepreneur’s analytical thinking as a rare and valuable capability for a firm, inimitable 
in nature, can generate superior enterprise performance (Barney, 1991). Empirically, such a 
capability does not only facilitate leadership experience but also supports leadership training 
(Ricketts & Rudd, 2005). Besides, analytical thinking represents the ability within one to see 
beyond simple facts and to think complexly at a more comprehensive level, thus highlighting the 
significance of the concept among entrepreneurial leaders, who need to address complex issues 
continuously with relatively intricate solutions, along with an ethical, reflective, or moral 
approach enhanced by critical thinking (Flores, et al., 2012).  
 
Elson et al. (2018) claimed that attention is given by employers and leaders towards the need for 
critical thinking skills in the workforce arena so as to generate business trends of evidence-based 
decision-making, thus emphasizing the increasing importance of a critical thinking skill set as 
well as its impact on professional performance. Within the context of entrepreneurship, business 
leaders lacking leadership attributes, such as higher cognitive processing, appear to be less 
effective, hence indicating that a deficiency in critical thinking can negatively affect their ability 
to lead an enterprise (Drath, 1990). Meanwhile, Ibdah, (2018), claimed that analytical thinking, 
as a means of confronting problems and dealing with both internal and external changes related 
to varied business activities, boosts the performance level of firms. Additionally, Kealey, 
Holland and Watson (2005) empirically proved that analytical thinking skills contribute 
significantly towards performance among students. 
 
Emotional Intelligence 
Effective leadership that results within the time frames required for industries and stakeholders is 
generated through a much needed critical element: emotional intelligence (Aslam et al. 2018). In 
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accordance with the RBV theory, an entrepreneur’s emotional intelligence, as an individual-
specific capability, may lead to superior performance in organizations, thus channeling them 
towards sustainability from unique and inimitable resources (Weinberger, (2009; Goyal & 
Rahman, 2014). Empirically, Nanayakkara et al. (2017) found that emotional intelligence 
displayed a significant effect on non-financial organizational performance, which is a social and 
an environmental sphere of sustainability. Social and emotional competencies, such as the ability 
to manage ones’ own emotions, effectively solving problems, and cooperatively working with 
others, are integral elements to attain work-related sustainability. Humphrey et al. (2007), further 
provided support to the view that both social and emotional aspects of learning have to be 
considered for long-term organizational impact and sustainability. 
 
Impact of Entrepreneurial Leadership on Entrepreneurial Performance 
Due to the importance of entrepreneurship and leadership, some researchers tried to combine the 
two concepts into entrepreneurial leadership to explore both entrepreneurship and leadership 
behaviour (Gupta et al., 2004; McGrath & MacMillan, 2000; Tarabishy et al., 2005). Gupta et al. 
(2004) defined it as leadership that creates visionary scenarios that are used to assemble and 
mobilize a ‘supporting cast’ of participants. Entrepreneurial leadership is an effective and needed 
leadership style (Tarabishy et al., 2005). Entrepreneurial leadership was coined by those who 
realized a change in leadership style was necessary. Entrepreneurial leadership is understandable 
because of the uncharted and unprecedented territory that   lies ahead for businesses in today's 
dynamic markets (Tarabishy et al., 2005). Autio and Antonakis (2005) indicated that the 
effectiveness of entrepreneurial leadership behaviours is influenced by the context of their 
application. Cohen (2004) stated that entrepreneurial leadership is needed more than ever before 
and described   two kinds of entrepreneurial leaders: (a) leaders who reside at the top of the 
organization chart   and (b) leaders at any level of the organization. 
 
Gupta et al. (2004) has developed an instrument to measure entrepreneurial leadership. They 
suggest that entrepreneurial leaders face two interrelated challenges—first envisaging and 
creating a scenario of possible opportunities that can be seized to revolutionize the current 
transaction set, given resource constraints which they label as scenario enactment. The second 
challenge is to convince both potential followers and the firm‘s network of stakeholders that the 
transformation of this transaction set is possible by assembling resources (including recruiting 
additional cast) to accomplish the objectives underlying the scenario.  They call this challenge 
cast enactment. Scenario and cast enactment are interdependent since transforming the 
transaction set through scenario enactment cannot be conceived without an appropriate cast and 
the cast cannot be assembled until a convincing scenario is communicated. Both processes 
evolve cumulatively and iteratively, much like the process of competence development involves 
the parallel evolution of cognitive understanding and deftness in practice in project teams or the 
complementary processes of concrete and abstract learning (Gupta et al., 2004). 
 
 Lumpkin and Dess (1996); Covin and Slevin (1989); Xu & Xu (2012) and Yang (2008) suggests 
that a high degree of entrepreneurial orientation affects the business performance in a positive 
way. The dimensions of entrepreneurial orientation that appear to contribute the most to high 
business performance are proactiveness and innovativeness. Risk taking, competitive 
aggressiveness and autonomy also have some effect but not as significant as the first two.  
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An entrepreneur who holds the top position in an organization is seen as the leader of the 
organization that has certain leadership attributes and entrepreneurial characteristics.  Many 
previous researches have coined the idea of entrepreneurs as the leader of the organization 
(Henton et al., 1997; Dees, 2009).  Numerous studies has tried to understand the factors that 
affects organizational performance and leadership has appeared to become one of the most 
significant factors contributing to organizational performance. Therefore, entrepreneurs who are 
committed with the right leadership style may be the key towards organizational performance 
(Cascioet al., 2010).Few past empirical studies have found the link between leadership and 
organizational performance. For example Kieu (2010), found that there is strong correlation 
between leadership with revenue growth and profits.  While Peterson et al. (2003) has 
established that the commitment of leadership to be significant in the overall organizational 
performance. 
 
CONCLUSION 
The right leadership behaviour is an important ingredient for good organisational performance 
and to prevent organisational failures. The strengthening of entrepreneurship is important for any 
type of enterprise for developing its responsiveness to a globalised and changing environment 
and entrepreneurial leadership is considered a key element for a firm’s success. The form of 
leadership behaviour being practise by leaders has implications for the level of entrepreneurship 
in a firm. 
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1.0 Introduction

Employee engagement has become a key factor in the company’s success in today's competitive
environment (Anitha, 2014), which is why employee engagement attracts great attention from
researchers and practitioners every day due to intense competition. Every company nowadays
tries to generate competitive advantage and create a well-known reputation that will make it
easier for them to achieve their desired objectives. Engagement is a situation in which employees
are engaged to their organization intellectually and psychologically, because employees are an
integral part of any organization. His interest thus helps to attain organizational goals
(Ravikumar, 2013). This is the level at which employees believe in the values, mission and
vision of the organization and express their concerns about the steps they are taking and their
attitude towards clients and employers (Ravikumar, 2013).

Compensation is very important, because it meets life's fundamental needs. This is also
important for employers: compensation is one of the most important rewards in the recruitment

Abstract: This study examined the impact of compensation on employee engagement of private hospitals
in Rivers State. Four research questions and hypotheses were postulated to find solutions to the
problems of the study. Eighty formed the sample size from a population of 100 nurses in 10 private
hospitals in Rivers State. A structured questionnaire was used as the primary source of data collection.
Out of 80 copies of the questionnaire distributed, 72 were retrieved and confirmed valid for the analysis.
The findings of the study revealed the dimensions of compensations (salary and promotion) were
positively and significantly related with the measures of employee engagement (vigour and dedication).
It was concluded that workers feel indebted to their employees if they are well compensated and at such
become engaged. Based on the findings, it was recommended that effective and equitable policies should
be put in place as regards salary and promotion in order to increase engagement of the employees.
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process (Milkovich & Newman, 2005); it is a tool for recruiting and retaining talented people
(Vandenberghe & Tremblay, 2008); it is a tool for motivating employees to develop skills
(Milkovich & Newman, 2005); and finally, it is exchanged with implementation (Vandenberghe
& Tremblay, 2008). The level of engagement, however, varies from employee to employee, as
their perception of the compensation they receive from job roles changes. Employees with high
expected advantages from work positions show greater engagement (Kahn, 1990). Organizations
need also to develop strategies that allow for engagement, job satisfaction, engagement, and
compensation (Jamrog, 2004). Strong businesses use not only financial rewards, but also general
rewards consisting of non - financial and financial rewards to facilitate employee engagement
(Campion, Fink, Ruggeberg, Carr, Phillips & Odman, 2011).

Statement of Problem

Nigerian communities face extremely poor delivery of public healthcare services (Duru &
Nwagbos, 2007). Several health sector challenges have been reported, notably in the areas of
training, funding, employment and health workforce deployment (Welcome, 2011; Adeloye et
al., 2017). In any economy the health sector is a very important sector. It is a very sensitive
industry inasmuch as it helps create a country, and therefore it is crucial to ensure that those who
work in this sector are well cared for. If these health workers' needs are not met, they may absent
themselves from their duties. One would ask if their efforts would adequately compensate those
workers. A recent survey of senior management personnel at health institutions in Nigeria
showed that there were significant differences between federal , state and local governments in
the remuneration of health workers at the same level (Omoluabi, 2014). Private hospitals do not
pay the same price to their nurses as government hospitals; based on patient and nurses'
credentials, certain private hospitals either pay their nurses higher or lower than the wages
charged by federal and state governments (Maduawuchi, 2019). Health workers' commitment to
a large degree depends on whether they are happy or not (Yahya, 2017). Unlike public hospitals
where workers can protest and even strike if they aren't well compensated, the private hospitals
don't have that privilege. Hence, this study seeks to examine the impact of compensation on
private hospital employee engagement in Rivers state.

Research Objectives

The objectives of this study are to examine the relationship between

I. Salary and Vigour of Employees in Private Hospitals in Rivers state, Nigeria.

II. Salary and Dedication of Employees in Private Hospitals in Rivers state, Nigeria.

III. Promotion and Vigour of Employees in Private Hospitals in Rivers state, Nigeria.

IV. Promotion and Dedication of Employees in Private Hospitals in Rivers state, Nigeria

Research Question

The research questions below served as a guide in this study;

I. What is the relationship between Salary and Vigour of Employees in Private Hospitals in
Rivers state, Nigeria?
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II. What is the relationship between Salary and Dedication of Employees in Private
Hospitals in Rivers state, Nigeria?

III. What is the relationship between Promotion and Vigour of Employees in Private
Hospitals in Rivers state, Nigeria?

IV. What is the relationship between Promotion and Dedication of Employees in Private
Hospitals in Rivers state, Nigeria?

Research Hypotheses

The following null hypotheses were drawn up from the research objectives.

Ho1: There is no significant relationship between Salary and Vigour of Employees in Private
Hospitals in Rivers state, Nigeria

Ho2: There is no significant relationship between Salary and Dedication of Employees in Private
Hospitals in Rivers state, Nigeria

Ho3: There is no significant relationship between Promotion and Vigour of Employees in Private
Hospitals in Rivers state, Nigeria

Ho4: There is no significant relationship between Promotion and Dedication of Employees in
Private Hospitals in Rivers state, Nigeria

2.0 Theoretical Framework

This work is based on theory of social exchange, and Reinforcement theory. Social Exchange
Theory (SET) is among the most well-known theories regarding employee engagement. SET
explains that responsibility stems from interactions and between countries which are collectively
interdependent. SET's basic principle is to build expectations of overtime, reliable and mutually
beneficial obligations so long as both parties adhere to certain rules of exchange (Khan, 1990).
Exchange laws include principles of reciprocity, meaning one party's move triggers the other
party 's reaction.

Companies need to fully engage employees in their work or role, and provide more physical,
cognitive, and emotional resources. This is a philosophical method of responding to employer
actions. Changing their level of work is very difficult for the employees. Employees will
therefore exchange their commitment to the benefits and resources the organization provides.
The theory of social exchange demonstrates why employees are engaged to their jobs and
employers. If a company provides its workers with services they are happy to take back too
engaged entrepreneurs. According to Kahn's (1990) definition, an employee feels grateful and
intends to more intensively fulfill the role of work as compensation he receives from his
employer (Saks, 2006). Raising reliability and confidence. As a result, higher-engagement
workers can have a strong relationship with their workplace and can communicate successful
attitudes and priorities to employers. On the other hand, employers are more likely to quit their
jobs if they are no longer able to provide the workforce with those benefits or resources. Hence
the level of cognitive, emotional, and physical resources that an employee must meet depends on
the economic and social-emotional resources that employers receive from them (Saks, 2006). In
the literature the importance of engaging in employee work is explained. The organizational
productivity depends on employee satisfaction or compensation according to Xanthopoulou,
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Bakker, Demerouti and Schaufeli (2007). If compensation is positive and operational, it will
have a positive impact on employee engagement and allow employees to carry out their work
according to organizational standards and goals. Skinner 's theory is built on the assumption that
its consequences influence behavior (Gerhart, Minkoff & Olsen, 1995; Gordan, 2014).
Reinforcement theory is the behavior forming process by controlling behavioral consequences.
Reinforcement theory proposes that by using reinforcement, punishment, and extinction, you can
change someone's behavior (Gordan, 2014). Rewards are used to reinforce your desired behavior
and punishments are used to prevent the behavior you don't want. Extinction is a way of
preventing someone from performing a learned activity. Reinforcement theory says a reward-
following response is most expected to recur in future (Gerhart, Minkoff & Olsen, 1995; Gordan,
2014). The implication for managing compensation is that high performance of employees
followed by a financial return will boost future performance. On the same way, progressing high
success with little incentive would make it less likely in the future. The theory stresses the
importance of having a person actually experiencing the reward (Gerhart, Minkoff & Olsen,
1995).

Conceptual Framework

Figure 1. Conceptual Framework showing the link between Compensation and Employee
Engagement

Source: Conceptualize by the researcher.

Concept of Compensation

Compensation is an important element of employee engagement which motivates employees to
make additional efforts, including monetary and non-monetary rewards, for their personal and
organizational development. Compensation is an important aspect of workplace commitment,
which encourages workers to do better and hence to spend more on personal and career growth
(Anitha, 2014). Similarly, as employment opportunities are limited, strong demands for workers
continue to reduce employee participation. Ineffective training programmes, inadequate
compensation systems, job insecurity, family-to - work conflict, inadequate performance
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management criteria and inadequate economic and non-economic rewards are often the reasons
for exceptions (Watson, 2008).

Compensation consists of various benefits offered to organizational employees based on their
performance in the form of wages, salaries, incentives, job opportunities, good working
conditions, bonuses, pension benefits plans, and life insurance plans (Bhatnagar, 2007). The
main problems most organizations face are absenteeism and high turnover rates. However, if
employees' motivation and engagement in the workplace increases and various benefits are
offered, such as good base salary, good job status, etc., these factors can be reduced to a
minimum (Sharma & Sharma, 2014). Most of the employees who work in different organizations
expect all of their employees to have a fair and fair compensation plan. Most employees view
compensation only as cash benefits payable for their performance, but do not consider other
benefits (Ghazanfar, Chuanmin, Khan, & Bashir, 2011).

Salary

Salaries are often viewed as a successful approach to motivating employee behaviour. Currently
organizations are focused on ensuring their employees are happy with their wages. Salary is a
form of employer-to-employee compensation which can be arranged in a work contract. Salary is
an employer-to-employee form of salary, regardless of whether or not it is indicated in the
employment contract. Salary is described as compensation for employees who are employed
monthly or yearly. Gift management is the expected expectation of its employers in general. That
hope is in return for the contributions that employers expect their employees to make. The
response is paid in the form of wages for the contributions of workers to the job and their skills
are created. These requirements must be met in order to ensure a career, be treated fairly and
receive a salary that is appropriate. What influences motivation can have. Salary is outside
award. A survey by Bullock, Stritch and Rainey (2015 ) shows that salaries in both the private
and public sectors play a significant role in attracting motivated, conscientious, loyal and sincere
employees to their work. Wages and salaries are important aspects of the employees. Employees
will be happy and motivated to get paid or to increase their salary. This means that higher current
wages will also lead to higher work efficiency. Salary is a measure that workers often use to
contribute to the company for which they operate, and they see it as an organizational asset.
Wasiu and Adebajo (2014 ) stated that performance of employees is affected when low salaries
and wage methods are not improved for employers. The productivity of workers would drop if
the employees are not happy. Poor performance and less engaged staff in their work can identify
these problems.

Promotion

Employee promotion opportunities place employees in a higher position in the organizational
structure, leading to more workplace outcomes. Lim and Ling (2012) find that employees focus
on their work and individual professional performance depends on the organization's
opportunities to improve positions. Additionally, growth in workplace job has a favourable
impact on employee profitability (Ahmed & Uddin, 2012). In addition, Atteya (2012) showed
that the likelihood of recruiting additional workers inside the company greatly influenced high
rates of job performance. When workers realize they are paying on time, they feel obligated to
perform productive hard work (Ghebregiorgis & Karsten, 2007). One of the main concerns of
employees who must be engaged in the organization's work is the possibility of moving up the
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ladder in the organization. In addition, opportunities to be promoted in an organizational
environment can be seen to result in high levels of employee engagement (Suan, Mat & Al-
Omari, 2013).

Concept of Employees Engagement

Gallup identifies employees who are engaged as those who work passionately, have a deep
connection to their company, drive innovation and drive the company. Hewitt defines employee
engagement as energy, enthusiasm, "fire in the gut" that employees have to keep employees
(want to be members of the organization), say (talk about the organization in a positive manner)
and try (go further)) as mandatory. Parent and Lovelace (2015) state that all employees benefit
when engaged because they feel they can make use of their talents, build meaningful
relationships and increase their effectiveness through the relationships that have been
established. According to Robinson (2006), employee engagement can be achieved by creating
an organizational environment that promotes positive emotions such as commitment and pride,
leading to better organizational performance, fewer employee turnover, and better health.
Schaufeli, Salanova, González-Romá, and Bakker (2002) define engagement as a positive,
satisfying, work-related state of mind, characterized by vigour, dedication, and absorption.
Vigour is a physical, mental, emotional engagement, and a cognitive component of work
commitment absorption (Schaufeli & Bakker, 2010).

Vigour

According to Schaufeli et al. (2002), workplace vigor is characterized by a high level of energy
and mental stamina, a willingness to invest in work effort, and persistence in adversity. You can
feel the enthusiasm in high energy and the perseverance of enthusiasm at work, the willingness
to do the best possible work and the perseverance you face (Schaufeli, 2007). According to
Schaufeli (2007), when a person has vigor, he has a higher level of energy and cognitive
workload, and he has the desire and tendency to make a lot of effort in work and perseverance,
even though it is clearly a problem.

Dedication

Dedication is a sense of purpose, anticipation, inspiration, confidence and challenge. Dedication
refers to the power to engage in work and feel a sense of importance, excitement, inspiration,
pride and challenges (Schaufeli, 2007). Schaufeli (2007 ) describes dedication as a condition of
intense concern for your own work, in which you experience feelings of passion, inspiration,
pride and value and feel challenged by your work.

Empirical Review

To examine the impact of compensation on employee engagement, Inayat (2018) conducted a
descriptive survey. Provided and tested a questionnaire using pilot data (α = 0.821); With the
election of additional executive-level middle and upper management services from the
telecommunications sector in South Punjab , Pakistan, was picked. A total of 300 questionnaires
were distributed, of which 234 had a 78 per cent response rate. To determine the relation
between each variable, a basic regression analysis is performed. It is determined after analysis
that compensation determines employee engagement (r2 = 0.087) which has a significant
positive impact on employee engagement. Special attention and effort are needed to improve
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policy on the compensation system. Furthermore, the salaries and benefits processes of the
company must be governed in such a manner that workers working under the same level and
doing the same duties have equal opportunity for pay and advancement. This study underscores
the growing importance of employee engagement compensation and the need to create a
compensation system that keeps employees fully engaged, engaged and efficient.

Hoque, Awang, Siddiqui and Sabiu (2018) have tried, using quantitative analysis, to analyze the
impact of the compensation system on employee performance. To this end a survey and
perception was conducted of 200 employees working with telecommunications service providers
in Bangladesh to analyze the connection. Data were analysed and the IBM SPSS-AMOS 25.0
package tested hypotheses. Based on data in this survey, this study found that employee
engagement mediated a portion of the relationship between compensation systems and employee
performance. This study shows that, in line with Bangladesh 's continued business growth and
GDP, there is a clear need for a better compensation system for entrepreneurs who will ensure
better employee performance.

In the PT XYZ Jakarta office, Pratama and Aima (2018) examined the impact of compensation
and commitment on organizational commitment and employee engagement applications. 84
Referees. Data were gathered through a questionnaire. Applied are path analysis (using
smartPLS3.0) and matrix correlation between variables (using SPSS24). The study found that:
(1) compensation and staffs engagement had a considerable impact on organizational
engagement; (2) compensation and workers engagement had a noteworthy impact on employee
performance. (3) Organizational engagement has no significant impact on employee
performance; (4) Organizational engagement has not been proved to be a variable that mediates
the impact of compensation and employee engagement on employee performance. Based on the
matrix correlation between the dimensions of the variables used to increase employee
productivity, it is recommended that the dimensions of the following variables be maintained and
improved, such as: (1) financial compensation for the quality of the work; (2) Staff attendance
indication. Additionally, to improve the performance of employees: (1) management is advised
to pay attention; (2) management is recommended to maintain employee loyalty. This is
necessary to guarantee an enjoyable working environment at work.

3.0 Methodology

The cross-sectional survey, a type of the quasi experimental design was employed. The
accessible population consist of 100 nurses of 10 selected private hospitals in Port Harcourt
(Pharmacy News Online – http://pharmacynewsonline.com/). Krejcie and Morgan (1970) table
for sample size determination was used to arrive at a sample size of 80 nurses. The systematic
sampling technique was used in this study. This technique was employed since it gives a sample
that is a true representative of the whole population. The dimensions of Compensation (Salary
and Promotion) were operationalized using Kahn (1990) measures on 5-items each. The items
for vigour and dedication which are the measurements of the dependent variable (Employee
Engagement) were adapted from Schaufeli and Baker (2003). Items were rated on a 4-point
Likert scale ranging from 1-strongly disagree, 2-disagree, 3-agree and 4-strongly agreed. The
primary and secondary data collection technique was adopted to get an empirical data that was
used to achieve the proposed aims and objectives. The primary data was obtained through
structured questionnaire. The Pearson product moment correlation was used in analysing the
hypotheses utilising Statistical Package for Social Sciences (SPSS) version 21.
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4.0 Results

Seventy-two (72) copies of the Eighty copies of the questionnaire distributed to respondent were
retrieved (90% of the number distributed) and deemed fit to be used. Hence, 72 copies of the
questionnaire were used for the analysis. All the respondents who filled the copies of the
questionnaire were female. This implies that nurses in private hospitals are female. The
hypotheses test was undertaken at a 95% confidence interval implying a 0.05 level of
significance. The decision rule is set at a critical region of p > 0.05 for acceptance of the null
hypothesis and p < 0.05 for rejection of the null hypothesis.

Test of Hypotheses

Ho1: There is no significant relationship between Salary and Vigour of Employees in Private
Hospitals in Rivers state, Nigeria

Table 1: Salary and Vigour

Correlations
SALARY VIGOUR

SALARY

Pearson Correlation 1 .545

Sig. (2-tailed) .000

N 72 72

VIGOUR

Pearson Correlation .545 1

Sig. (2-tailed) .000

N 72 72

The table above presents Pearson’s correlation run to find out the relationship between Salary
and Vigour among 72 participants. A strong positive correlation coefficient value was reported
between Salary and Vigour, which is statistically significant (r = .545, n=72, p = .000 < 0.05
(alpha value); this being indicative that Salary has a significant relationship with Vigour. The
null hypothesis is rejected, and we restate that there is a significant relationship between Salary
and Vigour.

Ho2: There is no significant relationship between Salary and Dedication of Employees in Private
Hospitals in Rivers state, Nigeria

Table 2: Salary and Dedication

Correlations
SALARY DEDICATION

SALARY

Pearson Correlation 1 .636

Sig. (2-tailed) .000

N 72 72

DEDICATION

Pearson Correlation .636 1

Sig. (2-tailed) .000

N 72 72



International Academy Journal of Management, Marketing & Entrepreneurial Studies

asasubmitpaper@gmail.com 20

Table 2 above presents Pearson’s correlation run to find out the relationship between Salary and
Dedication among 72 participants. A strong positive correlation coefficient value was reported
between Salary and Dedication, which is statistically significant (r = .636, n=72, p = .000 < 0.05
(alpha value); this being indicative that Salary has a significant relationship with Dedication. The
null hypothesis is rejected, and we restate that there is a significant relationship between Salary
and Dedication.

Ho3: There is no significant relationship between Promotion and Vigour of Employees in Private
Hospitals in Rivers state, Nigeria

Table 3: Promotion and Vigour

Correlations
PROMOTION VIGOUR

PROMOTION

Pearson Correlation 1 .437

Sig. (2-tailed) .000

N 72 72

VIGOUR

Pearson Correlation .437 1

Sig. (2-tailed) .000

N 72 72

The table above presents Pearson’s correlation run to find out the relationship between
Promotion and Vigour among 72 participants. A weak positive correlation coefficient value was
reported between Promotion and Vigour, which is statistically significant (r = .545, n=72, p =
.000 < 0.05 (alpha value); this being indicative that Promotion has a significant relationship with
Vigour. The null hypothesis is rejected, and we restate that there is a weak significant
relationship between Promotion and Vigour.

Ho4: There is no significant relationship between Promotion and Dedication of Employees in
Private Hospitals in Rivers state, Nigeria

Table 4: Promotion and Dedication

Correlations
PROMOTION DEDICATION

PROMOTION

Pearson Correlation 1 .626

Sig. (2-tailed) .000

N 72 72

DEDICATION

Pearson Correlation .626 1

Sig. (2-tailed) .000

N 72 72

Table 4 above shows the Pearson’s correlation to find out the relationship between Promotion
and Dedication among 72 participants. A strong positive correlation coefficient value was
reported between Promotion and Dedication, which is statistically significant (r = .545, n=72, p =
.000 < 0.05 (alpha value); this being indicative that Promotion has a significant relationship with
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Dedication. The null hypothesis is rejected, and we restate that there is a significant relationship
between Promotion and Dedication.

5.0 Discussion of Findings

The study looked into the relationship between Compensation and Employee Engagement in Port
Harcourt private hospitals. They formulated four hypotheses.

The result of the Ho1 tested using Pearson's Correlation revealed the existence of a significant
Salary-Vigor relationship. Consequently, the null hypothesis was rejected and the study states
that there is an important relationship between salary and vigour. This was based on the less than
0.05 P-value (p-value = 0.000 < 0.05) and a 0.545 r-value. As salary increases in private
hospitals, the vigor of nurses is gaining. This means the compensation has a positive effect on the
vigor of the employee. The r-value of 0.545 implies that the predictor has a strong positive
relation. This finding is in line with that of Inayat (2018), who observed a significant relationship
between salary and vigor, who noted that salary compensation is important for getting them
involved in the organization.

The result of the Ho2 being tested using Pearson's Correlation revealed the existence of a
significant Salary-Dedication relationship. Consequently, the null hypothesis was rejected and
the study states the existence of a significant salary-dedication relationship. This was based on
the less than 0.05 P-value (p-value = 0.000 < 0.05) and a 0.636 r-value. As pay increases in
private hospitals, the hospital's nurses are getting more committed. This means the compensation
has a positive effect on the vigor of the employee. The r-value of 0.636 shows a moderate
positive relation between variables. This result is in line with that of Hoque, Awang, Siddiqui
and Sabiu (2018), who observed that employers' compensation scheme influences the
commitment level of the workers.

The result of the Ho3 being tested using Correlation from Pearson revealed the existence of a
significant relationship between Promotion and Vigour. The null hypothesis was thus dismissed,
and the analysis notes the presence of an essential association between Promotion and Vigor.
This was based on the less than 0.05 P-value (p-value = 0.000 < 0.05) and a 0.437 r-value. As
Promotion in private hospitals increases, the vigor of nurses increases. This implies that
Promotion has a positive impact on the vigor of employees. The r-value of 0.437 indicates that
the variable has a moderate positive relation. This finding is in line with that of Suan, Mat and
Al-Omari (2013), who viewed the promotion opportunity in the organizational setting as
generating high level employee engagement in their work.

The result of the Ho4 being tested using Pearson's Correlation revealed a significant relationship
between Promotion and Dedication exists. The null hypothesis was thus dismissed and the
analysis notes that there is a substantial association between Promotion and Commitment. This
was based on the less than 0.05 P-value (p-value = 0.000 < 0.05) and a 0.626 r-value. As
promotion in the private hospitals increases, the nurses' dedication will increase. This implies
that Promotion has a positive impact on the Dedication of employees. The r-value of 0.626
indicates that the variable has a moderate positive relation. This finding is in line with that of
Anitha (2014) who noted that the organization's fair promotion policies and widespread
promotional scope encourage employees to become involved in the organization.
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5.0 Conclusion/Recommendations

This study extensively examined the relationship that exists between Compensation and
Employee Engagement. It has significantly shown that salary and promotion of nurses in Private
Hospitals in Rivers State accounts for their level of vigour and dedication. This implies that
nurses who are well paid and equally promoted will be engaged to the hospital. When workers
are rewarded by their employers, sense of indebtedness develops, which in turn promotes loyalty
and engagement. Based on our findings, the following recommendations were made;

I. The management of private hospitals in Rivers State should ensure that they fulfil all
their promises towards payment of salaries so that the nurses will be willing to invest
effort in their work and persistence in the face of difficulty.

II. The management of the private hospitals in Rivers State should ensure that their policies
and actions as regards salaries are unbiased in order to increase the level of dedication of
the nurses.

III. The management of private hospitals in Rivers State should ensure fairness in the
promotional process so that the nurses will have elevated levels of energy and cognitive
resilience during work.

IV. The management of the private hospitals in Rivers State should put in place effective
policies and procedures for promoting nurse so as to increase the level of dedication of
the nurses.
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