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(GLWRU L Gongliéd M. Aurelian $VVRFLDWH 3URIHVVRU 3K ' 5HFWI
8QLYHUVLW\ %XFKDUHVW 5RPDQLD

'"HSXW\ &KLHGYGERRU $VVRFLDWH 30 BFKOWRURIKEFRRQARIR FHV
IURP %XFKDUHVW FRSRBWP i EBAHEXF K BLUYBHW \BIQV\ 5RPDQLD

&RQVXOWLQZ 0EGabRiIRobert $VVRFLDWH 3URIHVVRU 3K ' )DFX
BFLHQFHV IURP % YWHKDQM \RW (FRSIWFLHFY 6SLUX +DUHW 8QLYHUVL

OHPEHUV

Andronie Maria 3URIHVVRU 3K’ 9LFH 5HFWRU ZLWX €BUH@QWLII
8QLYHUVLW\ %XFKDUHVW G5RPDQLD

Amarfii-R ilean Nelli, $VVRFLDWH 3lddIRussd ' Baltt WDWH 8QLYHUVLW\
IDWLRQDO ,QVWLWXW B RAK(F&RIQIRALPIBO GGRISIXEOLF R

Amodio Stefano 3URIHVVRU 3K ' 3UHVLGHQW D/@6(2L WHRAWRNUX R H
IURP ,WDO\ 6DOHUQR ,WDO\

Baktybek Isakov$ VVRFLDWH 3URIHVVRU 3K ' 'HSDUWPBYKQ \WDRID&R F
8QLYHUVLW\ .\UJ\] BHSXEOLF

Calu Daniela-Artemisa 3URIHVVRU 3K ' )DFXOW\ RI $FFRXQWLQJ DQC
6\VWHPV $FFRXQWLQJ DQG $XGLW 'HSDWWPRIQVWW RDIRHP L% X &K & (
%XFKDUHVW 5RPDQLD

FagginiMarisa 3BURIHVVRU 3K ' ',6(6 '"HSDUWPHQW®@W\ 8QLYHUVLW\ |

lic Milena, $VVRFLDWH 3URIHVVRU 3K ' J)DFXOWMH RJQ&R QRMH/P ISAR(
7THFKQRORJ\ 6FKRRO ,76 + % HOJUDGH 5HSXEOLF RI 6HUELD

lordachi Victoria, 3K ' IDWLRQDO ,QVWLWXWH IRU (FRERPLRISHV
OROGRYD

Jadranka Denkova 3URIHVVRU 3K ' *RFH 'HOFHY 8Q HSHUWVALRHQ WV \
RI 3XEOLF $GPLQLVWUDWLRQ 3XEOLF /DZ DQG +XPDQ %HKDYLR

Kuleto Valentin, $VVRFLDWH 3URIHVVRU 3K ' SUHVIFGHQW. RI 7K}
*URXS %¥HOJUDGH B5HSXEOLF RI 6HUERD ,T6 RU®BI\WIEQGMH F KWR(
%XVLQHVYV $FDGHP\ [GQWARRML&GRIQGVHBDERODDBH\ SHWXEWHD IR 6 HUELI

Lianu Costin $VVRFLDWH 3URIHVVRU 3K ' 9L F HDBMIFRAQRWU DAL WBIS L,
+DUHW 8QLYHUVLW\ %XFKDUHVW G5RPDQLD

Malamov Ivan Georgiev, % ULJDGLHU *HQHUDO DQG 5HFWRU BRPPDQG
8QLYHUVLW\ 9HOLNR 7DUQRYR %XOJDULD

Mastorakis Nikos, 3 URIHVVRU 3K ' DW $6¢(, OLOLWD UXF,IMWMRQVXW
+HOOHQLF 1DYDO $FDGHP\ *UHHFH YBFXQWRKDRO B8QLYHHIWUWMQJIRI
+RQRUDU\ 3URIHVVRU 8QLYHUVLW\ RVV&ERWXME %&b DS@LD/ H4R/Q R D
+XQJDU\ +RQRUDU\ 3URIHVVRU % XGDPINVWLTHFRUBIXIEGY YV \WQ I
([HWHU B8QLWHG .LQJGRP

Meyer Daniel Francois, B3URIHVVRU 3K ' OHPEHU RI 6FKRRO RI 30*33
DQG (FRQRPLFV -ERXDPOUWVYRXWRI 6RXWK $IULFD

Mile Vasic $VVRFLDWH 3 USbBinPRBQBKHUVLW\ 60RERPLU %LMHO

DQG +HUJHJRYLQD }JRX@MG\H B | DV KSH 3 UKHIMD RHED QD (W MRWEREOLDWLRQ


https://www.researchgate.net/profile/George_Lazaroiu3

Mirfazli Edwin, /HFWXUHU 3K ' 'HSDUWPHQW RI $FFRX@QMGLQJI )
%XVLQHVV 8QLBKQVLWDRIGMP /DPSXQJ ,QGRQHVLD

Nica Dumittu 3URIHVVRU 3K '(FRRQRPOQW\6RLHQFHV |UR\PFERPSXO
'"HSDUWPHQW RI (FRGRPIXF+ORLHVG M BHUVLW\ S5RPDQL

Pa nicu Daniela, 3URIHVVRU 3K ' 6HQLRU UHVHDUWEHBKDW M\V MW R
IRU /DERU DQG WRRRD @ EBRIMHFYW G5RPDQLD
Pastore Francesco $VVRFLDWH 3URIHVVRU 3K ' )XOO0 BGHRRKDGDRU |

8QLYHUVLWj] GL 1DSROL ,WDO\

Perciun Rodica, 5HVHDUFKHU 3K ' +HDG RI WKH 0R QHISADIUW PEHIGV ) L
7KH 1DWLRQDO ,QVWLWXWH RI (FRQRPILERZHIRN FK &KLVLQDX

Pokorni Slavko, 3URIHVVRU 3K ' )DFXOW\ Rl &RQWHPSRUDU\ $
7HFKQRORJ\ 6FKRRO ,76 + %HOJUDGH 5HSXEOLF RI 6HUELD

Popa Viorica, 3K ' B6FLHQWLILFREHGHQDMRHU &DWUR QRM R PVAVL)
5HVHDUFK &KLVLQDX S5HSXEOLF RlI OROGRYD

R dulescu Irina Gabriela 3URIHVVRU 3K 'WKHDGBRRRPLF B6FLHQFHV
3HWUROHXP *DV 8QLYHUVLW\ Rl 30RLHVWL 5RPDQLD

Rikhardsson Pall M.,3URIHVVRU 3K ' VMWD QFRR®®VEE@HNMD¥FHOBQGY H |

Sabyasachi Rath3URIHVVRU 3K ' 'HDQ RI 9LVKZD 9LVKGHM@IE BEKRR
,QGLD 9LVZD 9LV ZID&V W@ \PW LDAQXGN ®D RWDD E P 6 Q V) GH\I5 H

Sroka Wadzimierz 3URIHVVRU 3K ' +DE 9LFH 5HFWRU ®W 6FLH
ODQDJHPHQW 8QLYHUVLW\ RI ' EURZD *YUQLF]D 3RODQG

Steve Keen 3URIHVVRBKRRO Rl 6RFLDO DQG %HRKDYWRQUB®L § FIIUN
/IRQGRQ 8.

Tilkidou Irene 3URIHVVRU 3K ' 1U%X\BEERRY $GPLQLIROWRPLWYRQ |
'"HSDUWPHQW RI ODUNHWLQJ $7(, RI 7TKHVVDORQLNL *UHHFH

Tomic Velinka $VVRFLDWH 3URIHVVRU 3K ' 5HJXODMWRUEEKERPQYF
RI 6USVND 8QLYHUVLW\ RI (DVW 6DUDMHYR )DFXOW\ RI 3URC
5HSXEOLF Rl QUBVIN®G %$RY]JHIJRYLQ

Ukpere Wilfred Isioma, SURIHVVRU 3K ' 'HSDUWPHQW RI ,QBXVWULEL
ODQDJHPHQW &ROOHJIH RI %XVLQHVV (FRQRPLFV 8QLYHUVLW\
$IULFD

Valaskova Katarina,$VVRFLDWH 3URIHVVRU 3K ' 8QLYHUVLW\ RI =L
(FRQRPLFV RI 7UDQVSRUW DQG &RPPXQIFRDViilLRQ¥ D ' HESCCRUWDMH Q W
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Allegro Melina, 3URIHVVRUESER 8QLYHUVLW\ 3LD]]D 8PEHUWR
3LDFHQWLQR 6DOHUQR ,WDO\

Andronie Mihai $VVRFLDWH 3URIHVVRU 3K ' (FRQRPKBUGIFW QFF
'"HSDUWPHQW RI (FR GRPIXF+ORLHHG BFOM BHUVLW\ 5RPDQL

Aveta Raffacle 3URIHVVRU 3K ' 6HFRQGD 8QLYHUWLMYD GHJIOL
Vanviteli 'LSDUWLPHQWR QLXULNVSROL ,WDO\

Avram Laura $VVRFLDWH 3URHDWQ/RU SKP'SXOXQJ 0X6MH®KARQRI
)DFXOW\ 'HSXBR@PRMVE BFLHQFHV 68LEUKPHMUWIBW 8QLYHUVLW

Baicu Claudia 6HQLRU 5HVHDUFKHU ,,, ,QVWLWXW$FDRBWPRUOG
%XFKDUHVW 5RPDQLD

B lu0 Aurelian $VVRFLDWH 3URDAXURU RBRK (FRQRPLMEBFKIDQHNW I U
'"HSDUWPHQW RI (FRGRBPUR 6PIUHWFHBWLFHEGKLWL (FRPRR@LF 2IILF
&RPSDQLD 1D LRQDO 3R WD 5RPkQ 6 $

Brag Filofteia Viorica $VVRFLDWH 3URDHFWORMA RH '(FRQRPLF 6FLHQ
&kPSXOXQJ OXVFHO +HDG RI 7KIS B R@RIFMDEEMN GOHWHUVLW\ 5

Buhur Sami 3URIHVVRU 3K ' )DFXOW\ RI (FRQRPERV DAIEOGS AV
8QLYHUVLW\ 7XUNH\

Dinga Emilian 3URIHVVRU 3K ' 329LFWRU 60 YHVF KD YIFGDQH Q V! (T
7KH 5RPDQLDQ $FDGHP\ %XFKDUHVW 5RPDQLD


http://fass.kingston.ac.uk/faculty/staff/results/index.php?s=c&staffschool=School%20Of%20Social%20And%20Behavioural%20Sciences

Dobrescu M. Emilian 3URIHVVRU 3K ' 6FLHQWLILF 6HFUB@DU\ R
6FLHQFHV '"HSDUWPHQW 7KH 5RPDQLDQ $FDGHP\ % XFKDUHVW &

Dragan llic, 3URIHVVRU 3K ' BWDRQRIO GWE D W LERIONH UV D WAL\
$FDGHP\ 8%$ 1RYL 6DG 5HSXEOLF RI 6HUELD

Dragomir Robert, $VVRFLDWH 3URIHJDRXO®K 'Rl 7((HRQRPRP 6FLHQ
&kPSXOXQJ 0XWERIDQWHBD UFRQRRY F GFRQX YHDUNAW )\ 5RPDQLD

GhiorghiO Eugen $VVRFLDWH 3UFRIFAXOWYU BK(FRRPRPLBSFKBQANW I L
'HSDUWPHQW RI (FR R PIXF+ORLIHG BHM B6HUVLW\ 5RPDQL

Golbach Dumitru /HFWXUHU 3K ' RXDEXICFWSFRHQFHYV 9DODKLD 8Q
7DUJRYLVWH

latagan Mariana $VVRFLDWH 3URIBIQ VRRIU7BEK (FRQRPLOVBFLHURFHYV
%XFKDUHVW 6SLUX +DUHW 8QLYHUVLW\ 5RPDQLD

lonescu Lumin@ 3URIHVVRU 3K ' RXDEXIOCFAWEFRIHQFFHV W RID G XK KD U
7KH (FRQRPLF BBDHQFHQW 6SLUX +DUBW 8QLYHUVLW\ 5RPDQ

Juknevifienj Vita $VVRFLDWH 3URIHVVRU 3K ' '"HSD QW RHQ WORD L3 X
8QLYHUVLW\ ALDXOLDL /LWKXDQLD
Manea Natalia $VVRFLDWH 3URIHVVRU 3K ' S8QLYWUYDWX ®BWRO RW

(QWUHSUHQHXUVKRS YWXMLIQHHRA.@QW @DHGIVURIPHFRQRPLF (QJLQH
% XFKDUHVW 5RPDQLD

Mauri Aurelio $VVRFLDWH 3URIHVVRU 3K ' ,8/0 8 IGYIH UNQLIMXH +H/ L
&RPXQLFD]LRQH (FRORRIFN'BYGUMWRHQW O0LODQR ,WDO\

Meyer Natanya $VVRFLDWH 3URIHVVRU 3K' OHPEHU RI 6FKRRO RI
DQG (FRQRPLFV -RNDPQNWYBXWI 6RXWK $IULFD

Mladen Luise, $VVRFLDWH 3URIHVVRU 3K ' 6SLUX HSPUHQWRQLLF I
5HVHDUFK ,QVWLWXWH IRU /DERXU DRREDORBPLDO 3URWHFWLRQ %

PalettaAngelo 3URIHVVRU 3K ' ELRIGIODNRDU +H0 GO DJIHPMQWDH )& @D Q
('86& 8QLYHUVLW\ BDHBQVL BROWIWIDF ¢HHQO D6, 78BURFHRPAH /D]LR
,2WDO\

Petrova Stoyanova Elitsa$VVRFLDWH 3 UESIH&SKRIDBK. RQDO OLOLWDU\ 8C
9HOLNR 7DUQRYR %XOJDULD

Popescu Maria Loredana /HFWXUHU 3K ' LAYHRKVOLWHAY W1 §8ERQRPLF 6
5RPDQLD

Prasanta Kumar Padhy 3K' %XVV $GPQ 0%% 0% Il % 0 3KLO
$KPHGDEDG JRUPHU 3URIHVVRU +HDG &KDLUPDQ %RDUG RI 6
%YHUKDPSXU 8QLYHUVLW\ 2GLVKD 6WDWH ,QGLD

Rudawska lga $VVRFLDWH 3URIHVVRU 3K ' J)DEFXOWA RRQ LFYRIQUR/R MR
Rl 6]FIJHFLQ 3RODQG

Simon llie, $VVRFLDWH 3URIHUWRW BQLY BoXFIKW\ RI (FRQRPLF 6WXG

Stephen Jehucal Ternyik5HVHDUFKHU (QWUHSUHQHXU 7HUQ\LN 5

Tascovici Daliana Ecaterina $VVRFLDWH 3URIAXOWU BK (FRRPRPLF 6FLHQ
&kPSXOXQJ OXWFPIWMQWHEBD UFRQRIRPYF 685FRQX YYHDUNHW\ 5RPDQLD

Valiyev Agili /HFWXUHU 3K ' $ILWVPEDIONGD Q DDRDXIHPH QMD NXQLYHU
$JHUEDLMDQ

Zorzoliu Raluca $VVRFLDWH 3URDAXURU BK (FRRRPLPAEFKIBQHNW IL
'HSDUWPHQW RI (FRQRPLF 6FLHQFHV RS LRIX WOHIHWR Q@R PY R U$/3
5HVHDUFK &HQWUH %XFKDUHVW 5RPDQLD

7(&+1,&$/ 7($0

BFLHQWLILF -RXUQDO (GLWRU * 3ULQWHG (GLWLRQ

Drago .Cioc zan (GLWRU O0DQDJHU D R IRSEADiA WeMADER X RG\DHW L R Q

Elena Gurgu $VVRFLDWH 3URIHVVRU 3K' LQ (FR Q\RKH FH\6 +8H6 X W\
-RXUQDO



'"HEPDVWHU (GLWRU @ 25HSLLHY HKQW\DLRLQK\H | RJMRXUQD O
Radu Ct lin Marius (FRQRPLVW DQG 5H \Cehbal Fistiite dd \SciewtificH
ResearchSLUX +DUHW 8QLYHUVLW\ %XFKDUHVW 5RPDQLD

Magdea Adrian,,7 '"HSDUWPHQW 6SLUX +DUHW 8QLYHUVWLW\
Popa Sorin ,7 '"HSDUWPHQW 6SLUX +DUHW 8QLYHUVWLW\

SURRIUHDGHUYV

Drago .Cioc zan (GLWRU O0DQDJHU D W IR¢EADiA HekMAPR X R)XG\DHW L R Q

Eugenia -tef nescu, 3URIHVVRU 3K ' LQ IRUHLJQ ODQJXDJHV 7KH
$GPLQLVWUDWLY H DBWFHWQFMLVY HBVLILWXD*h RFKDUHVW 5RP

2SHUDWLRQDO DQG 7THFKQLFDO 6WDII

Radu Ct lin Marus (FRQRPLVW DQG 5HVHDUFKHU DW WEH &HQ\
5HVHDUFK 6SLUX +DUHW 8QLYHUVLW\ %XFKDUHVW G5RPDQLD

Marcela Olaru W HF K Q DRWD G X\EWO D M RU Ramaniaxi¥ MaineR XQGDWLRQ

9,68%/6 '(6,*1 7($0

lie Magdalena, &« RYHU 'HVLJQHU DQG %RRNV &RR URGRGTEAMARIY) DW 3
Maine )RXQGDWLRQ

$''5(66 2) (',7256 $1' 38%/,6+(56

(GLWRUVKLS

21ILFH $GGUHVV % XF K DLW/NWUN. FB/RPDIRVWD O &REBBILFLL 6WUH
%XLOGLQJ % QG )ORRU 5RRP 1R

3KRQH QXPEHU H[W

3KRQH )D[ QXPEHU

( PDLO DVKXHV#VSLUXKDUHW UR

'"HEVLWH KWWS DSDWXKEBRYRPRH QGH[ KWPO

'"HSXW\ &KLHI (GLWRU

(OHQD *85%WVRFLDWH 3URIHVVRU 3K ' 'HSD USPHQWDRH \FR
8QLYHUVLW\ %XFKDUHVW 5RPDQLD
21ILFH DGGUHVV * )DEULFLL 6WURPW %XVOGLRON % % RIBK
5RPDQLD
21ILFH 3KRQH LQW
931 )DI

( PDLO HOHQDJXUJX#\D®R @ DRIRR J XRAVISIL RIKKOULI KXWV S R U X\KHDBJ H V
HOHQDJXUJX#SURIHVRU VSLUXKDUHW UR
SHVHDUFKHU,"' (
3XEORQV KWWSV SXEORQV FRP D
25&,' KWWSV RUFLG RUJ
6651 KWWS VVUQ FRP DXWKRU
5HVHDUFK*DWH KWWSV ZZZ UHVHDUFKJDWH QHW SURILOH (
/ILOQONHBW®' SV ZZZ OLQNHGLQ FRP LQ HOHQD JXUJX E



-RXUQDOTYV ,1'(;,1*
7KLV MRXUQDO WKHQBBORZILQJ GDWDEDVHYV

Annals of Spiru Haret University. Economic Seried V. ERWK DQ RQOLQH MRXUQD
RQH ZKLFK LV FRPPLWWHG WR SXEQMWWKHTGXBO BWR IHWWHRNDWYWF KJ B U
3K' VWXGHQWY LQ WKH HHARGRRBILF6I MHRX® QMO LY DQ

7KH SDSHUV VKRX@®G EUHLWLKHD OHYEDODRDDGE HPISHRUAWQ DSSU
WKH IRUP RI UHVHDUFK DUWLFOHYVY FDVH VWXGLHV DQG HVVD\V

‘H ZHOFRPH SDSHUV IURP SURIHVVRUWWW VW HYRP WRXMH RW HQW K3
WKH DWWHPSW RI VHUYLQJ DV D I RRZPD RG BH KPCEWNR R @ @D XQEHDF IGH Y

<RXQJ UHVHDUFKHUV DV 3K ' VWXGKIMWV YDLUHHAWQE RXVBHFGLC
GHGLFDWHG WR WKHP

7KLY MRXUQDO SURYLGHV LPPHGLDWKHRSHIQQ PIFFOGIN VWWRWL
UHVHDUFK IUHHO\ DYDLODEOH WR WKH SXEOLF VXSARAsWY D JU
of Spiru Haret University. Economic SeriesDOORZ WKH DXWKRU V WR KROG W
UHVWULFWLRQV $00 WKH <£R&iMUGommbnd A@rib&ridreNoiGomdercad U D
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38%/,6+(5
7KH SXE O XBOLY K V@I RoRAnaHie MAINER X QGDW LR Q
ZZZ HGLWXUDIUP UR

&29(5%*(

7KH DUHDV FMRnald bHSpirlENaret University. Economic Seried QFOXGH WRSLI
UHODWHG WR (FRQRPLF 6FLHQFHV \WQIXQBPM EDQNH®L QD F PRXQD
LOQOWHUQDWLRQDO HWRQ@RHL FEX M DQMMWRQMRIMXOM VPH ORVD SURFI
HFRQRP\ JHRSROLWLFV FRPPHUFLDO ODZ F\EHUQHWLFV HQY
HFRQRPLFV LQVXUDQFH DGYRFDF\ OREE\ HFRQRPLF SKLORVR

(DFK LVVXH KDV D VSHFLILF WRSLFQWRDAMRYMUDYXEWRSLF RI

)5(48(1&<
7KH TUHTXHQF\ RindsktspiiRatgtQbiv@rsity. Economic Serie V. TXDUWHUO\

-2851%/ +,6725<

7KH M RAXRAR &f Spiru Haret University. Economic Serie DV IRXQGHG LQ DV
LQLWLDWLYH RI WZR SURIHVVRUV IVURRU6SKUX *KIHRFHUWWKHQEDPRD Q
FRUUHVSRQGLQJ PHPEHU RI WKH 5RPDQ KRR $WDHEKP\QD QHEF X UR RH
8QLYHUVLW\TV IRXQGHUV DQG YLFH UHFWRU

%HWZHHQ WKH MRXUQDO LV KHDBEWLE\ BHR{HDVRHWG
FKLHI DQG DVVRFKDWS$XSHABLDWVRUBRWEGHIBDWBRY GERWK YLFH U
XQLYHUVLW\

,Q DVVRFLDWH SURIHVVRU 3K 'RBEXMKHOXQQYH UNWNR QYEG UMDN
SUHVLGHQF\ DV MGLYRLNGMWKHHMEWUQDO XQWLO SUHVH

7 K Annals of Spiru Haret University. Economic SerieZ DV LVVXHG DQQXDOO\ RC
VWDUWLQJ XQWLO

6LQFH AnnsisSKKIEDYH D QHZ IRUPDQQXDW K WVPRXQFH H[FOXVLY|
ZLWK ERWK UHGDFWHLR@G IDWIGR QM YARHZS D WD B B R WRRX WV K I WRHRM
UHTXLUHPHQWYV

,Q Annals of Spiru Haret University. Economic SerieREWDLQHG WKH % TXRWI
7KH 1DWLRQDO &RXQFLO RI 5HVHDUFK Ef FRRIKMU O GOV ER @V LLI
VFLHQWLILF LQWHUHVW

6WDUWLQJ WKH UHYLHZ LV LQGHBHF&ERQDISIHQ G6BEH T LOAWG

RXU -RXUQDO LV XQGHU D SURFHNVNV\RQ U WHRUD QW KQQ N WANKKIH Q\H
VWUDWHI\ LQ LEWYHQ DWLIRA DN & .ADDMID Y UHIDBEL. B U WA W H U

$ORQJ WKH \HDUV LQ WKH MRXUQDQQIDSHVYV RX@HPHP ESHIR/
DVVRFLDWH SURIHVVRUV OHFWXWHHUY YDIQGHWRIQOQRRLR [MWXONLD
VSHFLDOW\ GHSDUW® MXWV& HDYWAHBDODUSEN. H QWWL LMFXS\VHY I XQFWLRQ
+DUHW 8QLYHUVLWDODVEWY RY MKW MUKWFU HQ W L | IKIRR ¥ WWYHBRJG\KV WEKHKE IV
SURIHVVRUYV UHVHDU¥X&HQW\R UURKPHRNWKHEY XMW BIUNKWIQVWLW X!
ZRUOG

7KH VXEMHFW Rl WKH SXEOLFDWLRWKIHUWRGHUQHIDWEWRY WI
HFRQRPLF VFLHQFH UQHX\QUYHURDYDIHPBBQWLQLOQDEFRXQWLQJ
LQWHUQDWLRQDO HWROQRHL FEX M D@MMRIQMAVRIMOM. VPH E®RVD SURF]
HFRQRP\ FRPPHUFLWQFYDZHQMEWHRQMHHDWMWDWL WWR DR P HRWKLFV LC
LQVXUDQFH DGYRFDF\ OREE\ HFRQRWZPEF SKLORVRSK\ HFRQRP

,Q WKH SXEOLVKHE PDWHDWMDODV HBE KWBEMRFBDW LINDWX BYQ ®1 HG
FRQVROLGDWLRQ RUNHW BRRORPRD @PEDHPGIQ WU OVE HUIKFWLRQV R
DQG VFLHQWLILF SURJUHVV WKH RARW.RDOLQ/ WRKN BRPDQ GD @ CH\I
LVVXH RI GHYHORSLQJ WKH QHZ ZR URED &8 ERFDQ)\RIFR Q WIQHG G-LRIHF MY
HFRQRPLF LOQWHJUDWISOQU WO SRWDRYPBWR$SWKRV MW ISHRFHDO UH KR
WKDW UHIHU WR GLIHFRQRWLD VSKHQRPHQD IURP DOO RYHU WKH

7KH HGLWLQJ WHDP DQG WKH VFLHQWLILF DGYLVRUV DUH 5F
RI WKH $FDGHP\ SURIHVVRUV DQGRVSMKHDIOULINVMWLERQROGHHRQRE



DFWLYLWLHV ,Q VFLHQWLILF FRPPLWMWUWH GIDYHU HEGIWQ S H R UHD\J
SHUVRQDOLWLHV R® LHFRIQURPLAARDBBLF\L Q\OWBLIWFOMGLHR QY LQ RXU
DV $FDGHP\ RI (FRQRPLF 6WXGLHV % XERDURDWD :HKW 8DWYRQWDLO
5HVHDUFK ,QVWLWXWH IRU /DERXU DQG 6RFLDO 3URWHFWLRQ %
%RG\ Rl ([SHUW DQBXQWBQWHGRIFFRPD QMWLW X\ RS LRWLRQDO
DQG 7KH (FRQRPLF DQG /HJDO 6FLHQFHMGHBD LHWPH GWRQRRVER
DOVR ILQG PHPEHUV RI WKH DFDGHRURBRP SRWVRKHWVVRRXQ W QIGH U HR
$XVWUDOLD $]JHUEDLMDQ %RVQLD *HWEPDHIR Y UMHF% X ORIBODD C
,QGRQHVLD ,WDOWKLWKXOD@ID 1IRRUIFZD\ 3RODQG 5HSXEOLF RI
BHUELD 5XVVLD B6ORYHQLD 7KH 1HMWHKG UIODIGERP HWRH\ 8NUDL

$V D UHVSRQVH W R WWKHWK¥ESKE AIFWMILRQ LV VHQW WR Wk
5RPDQLD DV ZHOO DV WR RWKHU XQDEHBDIGWLHY DQG HFRQRPL!

<« 3XEOLVKL®JIRom&He MAINERXQGDWLRQ
ZZZ HGLWXUDIUP UR

3XEOLVKLQJ +RXVH MikisiriR Sf@duiddt®dn FResdalch, Youth and Spomsk UR X JK WK H
Higher Education National Coulof Research (CODE 171)
$00 ULJKWYV UHVHUYHG ([FHSW IR WHINHWD GHD  UQIUIIRVWD W K}
FULWLFLVP RU UMWXILNZS QROEBDWLRIQ PD\ EH UHSURGXFHG VWR
RU E\ DQ\ PHDQV ZLWKRXW WKH SUHRRRSHURIKW IKR® G g W U, QW MQ.
SDLG VXEVFULSWQR® WHRDWHK LS/KR R RE@S LFHVU ISRV W HDIHFH RI FKDU.
VXFK FRSLHY DUH QRW UHVROG VYX@8 DVFHO-MNDL OREWKHR QDERUYVL
VXEVFULHBUWRMNMMROXPH
The liability for the content and originality tie text lies solely with the author/authors
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The world economy is currently in one of the mostidiifit years of the last
three decades, as the shocks of the energy crisis triggered by the war in Ukraine
continue to be felt, wrote one of the economic analysts from Bloomberg
Economics, at the beginning of December 2022.

Economist Scott Johnson from Bloberg Economics predicts economic
growth of only 2.4% of the world economy for 2023, down from the forecast that
indicated an increase of the world economy by 3.2%. The forecast shows the
weakest possible economic growth, excluding the crisis years of 2099 and
2020.

According to forecasts of Bloomberg Economics, the US could end the year
with a recession, while China's economy will grow by 5%, boosted by the
relaxation of antiCovid policies and the help that the state is preparing to offer to
the redestate sector in crisis.

Johson is of the opinion that a difference will also be seen in terms of monetary
policy, after a year in which the banks "rushed to migrate to a restrictive territory".

In the USA, with wage increases holding up inflation, ted-H~ederal Bank of
USA - is heading for a 5% interest rate and will remain there until the first quarter
of 2024. In the Eurozone, a faster fall in inflation wilcould translate into a
slightly lower reference interest rate and the possibility of swdactions at the
end of 2023.

In China, where the government is caught between the desire to support the
recovery and concern about the weakness of the currency, limited interest rate cuts
are expected.

According to the article issued by the Organization Cooperation and
Economic Development (OECD), entitli€dECD warns that Europe will be the
most affected by the slowdown of the world econguplished on the 13th of
December 2022 by CECCAR BUSINESS MAGAZINE, the world economy
should avoid entering cession in 2023. But the worst energy crisis since 1970 will
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trigger a significant slowdown, and Europe will be the most affected which added
that the fight against inflation should be the main priority, reports Reuters, taken
over by Agerpres. According tthe OECD, the growth rate of the world economy
would slow down from 3.1% in 2022, a slightly better advance than the organization
forecast in September 2022, to 2.2% in 2023, to accelerate to 2, 7% in 2024.

"We are not forecasting a recession, but weagdy expect a period of
prolonged weakness,” OECD Secret@gneral Mathias Cormann told a news
conference where the OECD's latest forecasts were presented.

The Parisbased organization, OECD, said the global economic slowdown will
hit economies unevenlwith Europe the hardest hit as the war in Ukraine takes its
toll on economic activity and has led to a spike in energy prices.

According to the latest OECD forecasts, the euro area economy will grow by
3.3% in 2022, to slow to 0.5% in 2023, and thenvecdo a 1.4% advance in 2024
The new forecasts are slightly better than those of September 2022, when the
OECD was betting on a growth of 3.1% in the euro area in 2022 and a slowdown to
0.3% in 2023.

Even in Europe the forecasts are different, with Gegmnancountry whose
industry is heavily dependent on energy imports from Russia, the OECD expecting
a contraction of 0.3% next year. In contrast, France, which is much less dependent
on Russian oil and gas, is expected to grow by 0.6% next year.

The USA ecaomy is expected to hold up better, with economic growth forecast
to slow from 1.8% this year to 0.5% in 2023 before picking up 1% in 2024. The
OECD previously expected the world's largest economy to register an advance of
1.5% this year, and estimates 20123 were left unchanged.

China, which is not a member of the OECD, is one of the few major economies
in the world that is expected to register an acceleration in economic growth in
2023, after a wave of quarantines in 2022. For the Asian giant ChiraE@Pe is
counting on growth of 3.3% in 2022 and an advance of 4.6% in 2023, compared to
previous estimates that forecast an increase of 3.2% in 2022 and an advance of
4.7% in 2023.

As monetary policy tightening begins to take effect and energy price messu
ease, inflation in OECD countries is expected to ease from more than 9% in 2022
to 5.1% in 2024.

"On monetary policy, further tightening of monetary policy is needed in most
advanced and many emerging economies to firmly anchor inflationary
expectation," added Mathias Cormann, OECD Secretary General.
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Established in 1961, the OECD plays an advisory role to the governments of
highly developed countries on economic, social and governance policy. The 38
OECD member states together hold approximately 60%hefworld economy,

70% of world trade and 20% of the world's population.

In the current context, the authors found forums for discussions and debates and
have written articles for the current issue trying, as far as possible, to look at some
solutions forthe problems facing the new world state of economy. Whether or not
they succeeded in responding to the challenges, we leave it to you to determine.

In the first paper published in present issue, entiflecample of Methodology
for Measuring Human Resoures Motivation as a Factor for Preventing Corrupt
Behavior Among Employees of The Ministry of Internal Affaifrs WKH DXWKR
Irena TODOROVA presents the objective need to maintain a high level of
motivation and effectiveness of training to achieve ftgghlity professional
performance of official duties among the employees of the Ministry of Internal
Affairs. The activity of the state administration should correspond to the high
public expectations for professional competence, legality, integrity, correctness
and responsibility. Therefore, the measurement of the motivation factor is a natural
necessity, determining the managerial impact of the management team for the
formation of specific behavior among employees, aimed at achieving a quality
professional adbvement in the performance of official duties and preventing
corrupt behavior.

The authorLalvin MABASO, Cikizwa MAB UDE and Jeremy MITONGA -
MONGA, in WKHLU S D SEkploridtReHR®le3of Employee Participation
on Labour Unrest in a South African Miniig Organisation” are telling us that
South Africa is faced with the challenge of frequent, lengthy, and violent strikes,
especially in the mining sector. It is argued that the challenge of labour disorders
can be addressed through meaningful employee paticn in decisiormaking.

The main objective of this research was to explore whether poor employee
participation in decisioimaking contributes to labour disorders in the South
African mining sectorTo be precise, mineworkers frequently engage in violen
strikes that negatively impact mining organisations, their employees, the economy,
and mining communities. A qualitative research approach was employed using
semistructured interviews to collect data from employees who occupy low levels
in a mining orgaisation. The findings show that poor employee participation in
decisionmaking in the South African mining sector contributes to labour disorders.
A positive relationship between poor employee participation and labour disorders
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is established; thereforé¢he mining management should implement corrective
measures to ensure meaningful employee participation in deonsikimg that
significantly reduces strike action. The research highlighted the issue of poor
employee participation in decisignaking and th impact on labour disorders.

The paper entitled 3The Nexus Between Organizational Downsizing and
(PSOR\HHVY &RQWLQXDQFH &RPPLWPHQW ZLWKLQ W
in Zimbabwe written by authorsTinashe R MUSHONGA & Wilfred Isioma
UKPERE aims to establish the link between organizational downsizing and
HPSOR\HHVY FRQWLQXDQFH FRPPLWPHQW LQ WKH
Zimbabwe. There has been an ongoing economic downturn in manrgababan
African countries over the years, which t®ctly impacted on industrial growth.

Faced with harsh economic realities, many organisations in Zimbabwe have
resorted to frantic organisational downsizing to stay afloat. Despite the wide use of
organisational downsizing across industries, its effectsemployee continuous
commitment remains equivocal. To successfully achieve the research objectives,
this paper used an Explanatory Sequential Mixed Method, and collected data in a
sequential manner starting with surveys and then following up with ievesy The
VWXG\fV UHVXOWY GHPRQVWUDWHG WKDW IUDQWLF
transport and logistic organisations was exacerbated by the economic crisis faced
by almost every sector of the economy. Interestingly, the results of the study
sugJHVWHG D SRVLWLYH HIIHFW RI GRZQVL]LQJ RQ HF
with the downsized organisation. However, some negative psychological effects of
frenzied organisational downsizing process were rampantly reported.

The purpose of the paper elsit 3ntellectual Capital Efficiency as the
Determinant of Sustaining Profitability in The Covi Pandemic Conditions:

Does the Age of The Enterprise Matter in the Hotel Industwritfen by the
authors -DVPLQD 2*1-%$129,0 %RMDQ .567,0 7DP®ODUD 5%
OLOLFD -29%$129,0 98-%$affliated to different universities and
research institutes from Serbia, is to provide the answer to the que§iamthe
efficiency of intellectual capital (ICE) be a factor in maintaining the profitability of
young and rature hotel enterprises in the crisis caused by the €djgandemic?

The key goal of the paper is to point out the importance of intangible (intellectual)
resources for improving business performance, and above all, profitability. To
respond to the goalsf the research, an analysis of the contribution of human
capital efficiency (HCE) and structural capital efficiency (SCE) to the profitability

of young and mature hotels in the year before the crisis and the year of crisis in the
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Republic of Serbia (RS)as an emerging country will be given. The study's
findings suggest that the ICE components have a partial impact on the profitability
of young hotels in the year before the crisis. In the year of crisis, the ICE
components partially affect the realizatioh sustainable and profitable business
among mature hotels.

In their paper entitledmpact of Coviell9 on the Labour Market in Kenya
the authorKennedy 2/8 1 * | 2& Wilfred Isioma UKPERE are talking about
the fact thathe outbreak of the corona viirudBHFWHG SHRSOHVY ZD\ RI
across the globe. The resulting effects shocked even the most advanced companies.
The effect of the virus has not only affected the health andbselly of people,
but also their economic welleing. Globally, various @vernments introduced
mitigating measures including lockdowns, restrictions on movements, curfews,
social distancing, mask wearing and, finally, vaccination programs. This study
aimed to establish how COVHDO affected the labor market in Kenya; how the
pandemic affected workers differently; what new skills were required for workers
to cope with the pandemic; and training programs that were initiated for workers
during and after the pandemic. The study gathered information from a group of key
stakeholdergptaling 20, both from the public and private sectors.

The autor Ahmed Owolabi OLAJUWON, in his paper entitled3Youth
8QHPSOR\PHQW 6\QGURPH LQ 1LJHULD $ &DVWsH IRU 5
talking about the fact that Nigeria's youth unemploymetat imat 54.4% in the
last quarter of 2020 (National Bureau of Statistics, 2020) which thus gives us an
obvious reality of the danger of eviecreasing youth unemployment flooding the
landscape of Nigeria, while several governmental initiatives in tinse lpve not
been able to help in curbing youth unemployment challenges in Nigeria, this study
adopt the systematic review analysis in assessing the capacity of apprenticeship
and informal sector capacity in reducing youth unemployment in Nigeria. This
study calls for apprenticeship modernization and informal sector support in
reducing youth unemployment in Nigeria as both apprenticeship and informal
sector were proven to be significant measures in reducing youth unemployment in
Nigeria.

Calvin MABASO, in his research paper name®roductivity Enhancement
Through Total Rewards: An Exploration Practices In The Financial Services
Sector is telling us that He Financial Service Sector is facing significant
challenges in employee productivity. In order to ewleaproductivity amongst
employees, total rewards could assist the financial service sector in enhancing
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productivity. The current study aimed to explore the role of total rewards in
productivity enhancement in the financial service sector. The importdnitéso
study is to aid financial service sector organisations in implementing and
developing the appropriate rewards systems to fit the need of current employees to
ensure perceived productivity. A qualitative approach using thematic analysis
employed for WKH VWXG\ 7KH FXUUHQW VWXG\TV ILQGL(
rewards significantly impact employee productivity and that financial and non
financial rewards effectively improve employee productivity. The findings have
also indicated that the structucé reward systems and reward systems overall
impact productivity.This study provided critical practical guidelines that financial
service sector organisations could use to develop and implement a total rewards
strategy valued by employees, which enhapceductivity.

Elena GURGU, Gabriela UNGUREANU, Eugen GHIORGHITA, Diana-
Virginia CRACIUNAS & loana-Andreea GURGU, in their paper
entitled3Strategies for Achieving an AgiRerforming and Practical
Transformational Change Leadership Model at the CompanglLedD UH WD ON L (
about the fact thathange is a common thread that runs through all businesses,
regardless of size, industry and age. The business world is changing rapidly, and
organizations must change just as quickly. Organizations that engage in change
thrive, while those that do not end up struggling for survival. Change leadership
plays a key role in any successful business, representing an important part of
leading a higkperforming team as well as a successful business. Regardless of
whether a compwgy/'s team is working on a project, a software updase ongoing
optimization idea, change leadership is extremely important. As the business
grows, so does the team. With more employees and more tasks, any business needs
a plan to manage change andysta track for performance. Given the fact that
resistance to change can play a major role in determining how a company operates,
it is necessary for those who deal with change leadership to find strategies and
solutions to avoid mass resistance when angbaoccursin this paper authors
addressed precisely the strategies, solutions and planning of a permanent leadership
of change at the company level, so that a business becomes successful. They went
through the steps that were taken by a company to geagheperforming and
practicat transformational change leadership model, which comes with strategies,
principles and modern business tools and solutions.

Adenike Titilayo EGUNJOBI, in the paper entitled®overty, Inequality,
Economic Wellbeing and thefrkan Economy: Panel Data Analysis (2008
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2020)° LV WDONLQJ D EiBXGDPWE EnpitB &nd giiiiDrate $eems not
to spur greater reduction in poverty and inequality in most African countries. Thus,
this study examined the possible cause ho$ wunparalleled situation and also
established the nature of the relationship between the much better measure of
economic welbeing (GDP or HDI) using panel data analysis on cross section data
collected for 15 countries i8ub Saharan Africa (SSAfondicting Hausman test,

it was discovered that the Fixed Effect Method rather than Random effect Method
was more efficient in interpreting the behavior of GDP per capita and HDI. The
results showed that HDI is a better measure and determinant of wellbeing than
GDP per capital. Furthermore, the variables of the model were all statistically
significant and correctly signed. The study recommendedytharnments should
embark on programs that directly impact the quality of life of the people.

Samuel C UGOH, Celestine OKWUDILIABASILI & Wilfred Isioma
UKPERE wrote a very interesting paper entitéd RYHUQDQFH 5HVSRQVLY
$VVHVVPHQW RI ,QFRPH 7D[ 5HIJXODW,l&kpglP®; &RPS
the fact that dinding government expenditure can be achidgheough imposition
of compulsory tax or levy on individuals and businesses to raise revenue for the
different functions of the State. Invariably, taxation is the forced contribution of
money by an individual, exacted pursuant to legislative authorityufquat of the
government and public welfare. This paper examined the extent to which voluntary
compliance and obedience to the discharge of civic obligations such as income tax
payment is influenced by governance responsiveness. The study adopted extensive
review of literature on governance in Nigeria to interrogate the public compliance
to income tax regulations against the background of the historic culture of tax
avoidance and evasion. The paper adopted the Social Contract framework to
analyze and unddend the phenomenon of both dependent and independent
approaches. This paper revealed a significant level of noncompliance to public
ODzV LQ 1LJHULDYV )RXUWK 5HSXEOLF GXH WR JRYF
needs and aspirations. Accordingly, the@itbn and institutionalization of good
governance practices was recommended as a sure way to win public trust and
voluntary participation in civic obligations.

The study Effect of Tactical Asset Allocation on Risk and Return in The
Nigerian Stock Marke Z U L W \WbiaBank Oketooyin GBADEBO &Yusuf
Olatunji OYEDEKO examines effect of tactical asset allocation on risk and return
in the Nigerian stock market. The study covers the period of 2005 to 2020.
Purposive sampling was employed. 90 regularly trdoteds were considered as a
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filter on the sample size. The monthly stock prices, market indexfreskrate
ownership shareholdings, market capitalization, book value of equity, earnings
before interest and taxes, total assets and tactical asset allogat®the data used

in this study. The study gathered data from the CBN statistical bulletin, Nigeria of
Exchange Website and Standard and Poor (S&P). The -FaoBeth twaestep
regression method was employed. The study found that tactical asset allocation
shows that it insignificantly improves return and significantly reduces risk under
the whole sample syberiod except for the syberiods in the Nigerian stock
market. Thus, tactical asset allocation is a stesrh investment strategy that could

be usedn making optimal decisions in terms of maximizing return and minimizing
risk in the Nigerian stock market. The study recommended that tactical asset
allocation is a shotterm market timing strategy which can be used in Nigerian
stock market to maximizesturn and minimize risk against buy and hold strategy
which is passive and loAgrm in nature.

The study of the authoBlufemi Samuel ADEGBOYO, Dominic Olorunleke
OLUGBAMIYE & Olakunle ADEPOJU entitled ™o Migrant Remittances
Drive Private Investment? ripirical Evidence from Nigeria conducts
investigation into how migrant remittance drive private investment in Nigeria
spanning from 1980 to 2021. The study adopts flexible accelerator theory as its
theoretical framework. The study employs Augmented Didkdler (ADF) unit
root test to test for stationarity of each variable, and the result reveals that there is
mixed among the variables. Sequel to the mixed level of stationarity of the
variables the study employs ARDL estimation technique to investigatenpact
of migrant remittance on private investment. The study found that in the short run
migrant remittance and interest rate drive private investment while exchange rate,
gross domestic product growth rate, inflation rate and financial deepening-crowd
out investment in Nigeria. Whereas in the long run, all the variables drive
investment aside financial deepening. Consequently, that policy makers and
government should formulate policies for free flow of remittance into the economy
without any difficulties, also the study recommends that adequate monetary policy
should be formulated to ensure that the financial sector serves its function of
enhancing private investment in Nigeria.

The study of Oluwaleke Ebenezer AKINDIPE, Abdulrasheed Olajide
LAWAL & Debb ie Oluwajenyo AKHIMIE Q D P Buystaihable Banking
Practices on Social and Environmental Risk Management in Access Bank of
Nigeria” aims to show how effective risk management can be implemented in the
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Nigerian banking industry, as well as how various riagsociated with Nigerian
banks' performance can be mitigated by following the sustainable banking
principle, which encourages effective risk management in Nigerian banks. A
survey research design was used in this stilithe population of the study is
19,82 members of staff that are in all the Access Bank branches across Nigeria.
The officers that are needed for this research are management staff, risk officers,
sustainability officers and accountants. The estimated number of risk officers and
sustainabiliy officers in all the Access bank branches across Nigeria are 1650 and
1805 respectively. The total relevant officers for this research are 257 in number
which are selected from five major branches and the Headquarters of access bank
in the whole of Nigga. The sample size was 197ata collected was analysed
using statistical package for social science students (SPSS) white@re was

used to test the hypotheses formulated. The two hypotheses which were tested in
the research work showed a clear aation of positive contribution of
sustainability principles adoption on risk management, profitability, and bank
reputation in Access Bank Plc. The two hypotheses tested showsduelie test
values of 11.949 and 15.834 with a p. Value of 0.018 and 8.@@@h shows that

the tests are statistically significant at 5% significance level. It was concluded that
the banks' goodwill had increased tremendously because of their sustainability,
which boosted their external image and attracted more customerghhwoudof-

mouth advertising, which is very effective in Nigeria. The government should
therefore encourage banks to adopt sustainable banking as an important component
of their critical strategy for lonterm goals and sustainability that improve people's
lives, according to the recommendation.

The main objective of the authafkingbade U. AIMOLA andNicholas M.
ODHIAMBO 1 yaper entitled3Testing the Validity of the Fiscal Theory of the
Price Level (Ftpl): A Review of International Literaturés to reviev literature on
the Fiscal Theory of the Price Lev@FTPL) and its validity in price level
determination for both developed and developing econontig®L may be
understood on the categorisation of the fiscal regime into two types, namely, the
Ricardian ad nonRicardian regimes.&pirical evidence for the validity of FTPL
on price level determination depends on dominant characteristics of the policy
regime. TheRicardian regime does not hold for FTPL, while the -Rocardian
regime holds for FTPLBased o surveyed empirical studies, time series and panel
analysis were used through various estimation methods in the validation of FTPL.
Most of the findings from the studies reviewed in this paper validated the FTPL.
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This means thainflationary episodes tentb be influenced by fiscal dominant
regimes. he study concludes that the conduct of fiscal policy influences price
dynamics. Hence, fiscal variables should be considered by the central bank in its
monetary policy rule.

The authordDevajit MOHAJAN & Harad han Kumar MOHAJAN , in their
paper entitled3Utility Maximization Analysis of afEmergingFirm: A Bordered
+HVVLDQ $ %% UteRmyrK that the method of Lagrange multipliers is used
to investigate the utility function; subject to two constraints: etidgnstraint, and
coupon constraint, and to verify that the utility is maximized. An economic model
of an emerging firm has been developed here by considering four commodity
YDULDEOHYVY ,Q WKH VWXG\ WKH GHWHUPLQDQW RI
operated to verify the utility maximization. Two LaGrange multipliers are used
here, as devices of optimization procedures, during the mathematical calculation.

In this article, an attempt has been takenathieve optimal results by the
application of scietific methods of optimization.

In the paper namednnovation as the Key to Improvement in Healthcare and
Education” the authorsDalia DREIHER & Milana ISRAELI reviewed the
principles of incorporation innovation into governmdad, public systems such as
the Israeli healthcare system and the lIsraeli education system. The authors
suggested some recommendations regarding the benefits of introducing innovation,
WKH 3GRV DQG GRQYWV  RI LQFRUSRUDWLQJ LQQRY
used to monitor th@rogress of this process, with focus on digital technology,
artificial intelligence, and big data as common themes in both fields.

The study3+HDOWK 6HFXULW\ ,VVXHV DQBE®RKOOOHQJI
FRANK & Wilfred Isioma UKPERE examined the concepf bealth security and
LWV DSSOLFDELOLW\ LQ 1LJHULD DQG XSKHOG LWV ¢
SULJHG ZDQW LQFOXGLQJ KHDOWK VHFXULW\ +RZF
class, which relies on overseas medical tourism, made them unafvadnés
phenomenon. The study applied the descriptive design, using the case study as an
investigation tool, since health security is embedded in human security. The case
study procedure revealed that Nigeria spent merely two thousand Naira per capita
per SRSXODWLRQ 7KLV ZDV UHIOHFWHG LQ WKH FRXC
year, which is also the lowest in the African continent. This accounted for why the
Nigeria Medical Association (NMA) embarked on strike action often as means to
demonstrate inajuacies in the sector and to make the ruling elite understand the
symbiosis between human and health security to prompt them to allocate resources
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adequately to both areas. This approach revealed that to have health security,
infrastructure must be proved adequately at three levels, namely primary,
secondary, and tertiary health centers, respectively. These levels must support each
other, and the services should be accessible, available, and affordable. Health
security must form part of the agenda fobleipolicy in the health sector because

it is unknown to public policy drivers and the National Planning Commission that
design developmental plans for Nigeria. In the absence of a functional national
health insurance scheme, affordable health securéty Eternative. This is one of

the major ways in which the lifexpectancy of Nigerians, who live in a country
surrounded by brutish living conditions, can improve. Amongst others, this study
proposed that the ruling elite should obtain their healthcaers within the
country, whilst all employers who have-38 employees, should establish a health
insurance scheme for their employees.

-HOHQD 67%$1.i83hé paper name®The Role of the Consumer's
Personality in Creating the Brand's Personalityis telling us that in modern
business conditions, people are constantly engaged in building their identity, so the
symbolic characteristics of products are often the primary reasons for their
purchase. Brand personality is generally understood as a chatacifria brand.
Accordingly, just like people, all brands have a certain degree of personality. In
some cases they are very emotional and lively, in other cases they are
underestimated or barely noticeable. Since the brand personality is an intangible
category, marketing experts strive to understand the needs of consumers and how
the brand personality affects their preferences and loyalty. Starting from the
existing theoretical views, the aim of the author is to investigate the relationship
between the peonality of the consumer and the personality of the brand in the
mobile phone market in the Republic of Serbia. The intention is to look at the
relationship between personality characteristics and individual dimensions of the
brand personality based on tlobtained empirical data, based on which the
connection between these variables will be identified, and then guidelines for
further business in the mobile phone market

Nicola WAKELIN -THERON and Wilfred Isioma UKPERE, in their paper
entitled Sustainable ransportation in the taxi industry in Johannesburg: The
opportunities, challenges, and solutions towards achieving sustainable trahsport
are talking about the fact thdtet taxi industry provides mobility and employment.
Sustainable transportation must Served by innovative practices, namely new
mobility types, appropriate infrastructure, and intelligent systems to manage livable
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environments. This study aims to determine the current practices and sustainable
alternatives for taxi role players and thep@egment of Transport. The objectives
were to determine probable future changes as well as ascertain whether there is a
gap between the future of transportation and the vision of stakeholders. A
gualitative research approach using setnictured individul interviews was
adopted. Participants for the study were selected purposively in Johannesburg and
included people working in industry as well as experts in the field. The findings
highlighted a significant gap between the understanding of the South rAfrica
National Taxi Council, Department of Transport, taxi owners, taxi marshals, and
taxi drivers regarding the way forward towards embracing sustainable practices.
The researchers conclude that sustainable innovations are imperative for
transportation devefoment, economic growth, as well as reaching the United
Nations sustainable development goals. This study provides a good understanding
of the backgrounds unique to the taxi industry in Johannesburg, sustainable
mobility practices, as well as gaps in thdustry.

We hope that ASHUES journal issue caught your attention and made you read
it. Also, westrongly believe that all the articles are interesting and deserve to be
appropriated by those who are interested in understanding the specific issues of the
global economy.

, I \RXYYH OLNHG RXU DUWLFOHV h8QMiale-H YLVL
economie.spiruharet.ro/ If you want to write an article in our journal, we invite
you to expose your ideas in new studies published by us.

Finally, hoping that you founahteresting Issue no. 4/2022, | strongly invite you
to address your comments and suggestioastaies@spiruharet.rand, of course,
to submit your own paper via online submission system, using the following link:
http://anale.spiruharet.ro/index.php/economcs/login.

SHVHDUFK LV WKH EUHDWK RI WKH IXWXUH

Associate Professdelena GURGU Ph.D. in Economics
ASHUES DeputyChief Editor
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EXAMPLE OF METHODOLOGY FOR MEASURING
HUMAN RESOURCES MOTIVATION AS A FACTOR
FOR PREVENTING CORRUPT BEHAVIOR AMONG
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AFFAIRS
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Abstract

The report presents the objective need to maintain a high level of
motivation and effeateness of training to achieve highality professional
performance of official duties among the employees of the Ministry of Internal
Affairs. The activity of the state administration should correspond to the high
public expectations for professional costence, legality, integrity,
correctness, and responsibility. Therefore, the measurement of the motivation
factor is a natural necessity, determining the managerial impact of the
management team for the formation of specific behavior among employees,
aimedat achieving a quality professional achievement in the performance of
official duties and preventing corrupt behavior.

Keywords:measurement, motivation, management, public sector, Ministry
of Internal Affairs, corruption

JEL Classification: 015
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Introd uction

National security is a condition in which subjects, society and the state possess
the ability to effectively oppose various threats. The public sector in any country is
largely related to its security system, insofar as its main mission is to éhsure
protection of the rights and freedoms of citizens and the normal functioning of the
state and state bodies. The specificity and variety of activities carried out by the
state administration determine a complex organizational structure, which implies
the engagement of employees with professional competence in many different
areas. At the same time, higher requirements are set for civil servants regarding
their professional competence, skills for working in a tense and dynamic
environment, and disciplindhat is why inobservance of certain values: legality,
preservation and protection of human life, respect for the dignity and rights of
citizens, honesty, correctness, competence and responsibility. Following these
value orientations in behavior is an iarant prerequisite for preventing corrupt
behavior among civil servants in the public sector and in the Ministry of Internal
Affairs, in particular.

Literature Review

A large volume of literature sources was studied in order to form a methodology
for work. The literary review includes literary sources in Bulgarian, Russian and
English, by Bulgarian and foreign authors, normative documents, and publicly
available resources on the Internet, which have attitude to the problems of
motivation, training and couption behavior as a negative social phenomenon.
Among them are authors whose scientific works are fundamental in clarifying
motivational processes, training, and human resource management, as well as
publications, made in the last B0 years.

For exampe, the problems associated with studying the essence of motivation
as a process of managerial impact, are described by the following authors:
Abraham Maslow, Burrus Skinner, Alexey Leontiev, Lawrence and Noria,
Frederick Herzberg, Maria Andreeva, Elitsati®va, Elena GurgiMarin Paunov,
Trifon Trifonov, Petar Nikolov, Yosif lliev, Zakharin Markov, Kamen Kamenov,
Anatoly Asenov, etc.

Information about the conceptual apparatus in the field of countering corruption
and corrupt behavior, as well as the primd standards in the activity of the
administration are contained in the normative documents: Penal Code, Code of
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Administrative Procedure, Law for Counteraction of corruption and confiscation of
illegally acquired property, Ethical code of conduct favilcservants in the
Ministry of Internal Affairs, Code of behavior of employees in the state
administration.

Corruption is a negative social phenomenon.

Corruption is a negative social phenomenon with its own specific characteristics
and forms of manifdation. The legal definition of the concept of corruption is
contained in Art. 3, para. 1 of the Law on Combating Corruption and Confiscation
of lllegally Acquired Property, published in the State Newspaper No. 7 of January
19, 2018, last amended and s@opénted by State Newspaper No. 12 of February
12, 2021: "Corruption under the meaning of this law is present when, as a result of
the high public office held, the person abuses power, violates or does not fulfill
official duties with the aim of directly ondirectly obtaining an unobservable
material or immaterial benefit for himself or for other persons.". [4], [10]

Relative to the functioning of the Ministry of Internal Affairs, the phenomenon
of corruption is marked by a particularly high degree of ipulsensitivity.
Violations of official duties or criminal acts committed by civil servants in the
Ministry of Internal Affairs, who by law should be an example of professionalism,
correctness, and integrity, reduce public trust in the institutions, unterié
authority of the state administration as a whole and give rise to a feeling of anxiety
and uncertainty in statehood at all. Therefore, an effective set of measures is
needed to estimate the level of motivation of employees to prevent possible
manifestations of corrupt behavior at all stages of development of the personnel
process.

The most important factor for any organizational unit is human resources with
its personal qualities and professional skills. The strategic perspective of the
organizationdepends on its competence, willingness to learn and future potential
for development. The motivation and behavior of the individual can be effectively
changed in the way of supporting the desired reactions and ignoring the unwanted
ones, and the conscioimpact in the human resources management process favors
their effective use and development. [1], [5], [6], [8]

The measurement of motivation as necessary managerial impact.
ORWLYDWLQJ KXPDQ UHVRXUFHV LV 3D IXQFWLRQ
spedfic managerial activity of influencing and finding a balance between
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individual goals and overall organizational goals. Motivation is an objective
SURFHVV DQG PRWLYDWLQJ LV D W\SH RI PDQDJHU
manager is to create thosmnditions that provoke employees to participate
actively in the work process and perform their official duties with a conscious
desire. Therefore, motivational expression can be defined as "the desire to show a
high level of effort towards the achievemenf the organization's goals,
conditioned by the efforts to satisfy some needs of the individual". [12] Therefore,

the three key elements of motivation include effort, organizational goals, and
needs.

The methodology for studying and researching the mtivafor work and
human activity in Bulgarian conditions is described in by Yosif lliev, Dimitar
Shopov, Margarita Atanasova, Elitsa Petrova and other Bulgarian authors. The
current sample methodology was developed in accordance with the theoretical
richness contained in motivational theories and considering from the Western
European experience. [9], [11], [12], [14], [15], [16], [17], [18] Its main goals are
to establish the real state of staff motivation and analyze the impact of individual
motivational fctors, identify measures to improve the motivation of human
resources in the Ministry of Internal Affairs with a view to preventing corruption,
and propose measures to improve the process of increasing professional
gualification and training as a way ofativational impact in order to prevent
potential acts of corruption.

Sample methodology for researching the motivation and level of
professional training of employees in the Ministry of Internal Affairs

The current sample methodology for researching toéviation and level of
professional training of employees in the Ministry of Internal Affairs aims to
establish the level of motivation for training human resources as a main function
for the prevention of corruption and is based on the following pririple

f UHFRJQLWLRQ RI WKH OHDGLQJ DQG GHFLVLYH
successful functioning of the organization.

f UHFRJQLWLRQ RI PRWLYDWLRQDO LVVXHV DV NH\

f SHUFHSWLRQ RI LQFUHDVHG VW DddouR&® WarLYDW L
improving the effectiveness of activities and work results of individual members of
the organization.

The proposed option for empirical research on the motivation of employees in
the Ministry of Internal Affairs and the need for training présehe diagnostic
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stage of research, in which a methodology is prepared for researching the
motivation and level of professional training of employees. In view of the effective
implementation of the research model, the manager's efforts must be directed,
using various methods, means and forms, to the implementation and improvement
of the organization's motivational strategy. The performance of these functions
requires the manager to be convinced of the usefulness of the research, to be a role
model, to wok on his own motivation, to consider the individual characteristics of

the individuals in the team, to stimulate the activity of the staff.

When conducting the diagnostic study, several research directions can be set:

Dimension 1. Establishing the level wiotivation to work in the Ministry of
Internal Affairs and satisfaction of expectations for professional realizalibe.
dimension clarifies the employee's attitude towards the specific workplace. The
guestions deal with different aspects of fairnesgabor activity and the use of
different mechanisms to evaluate the contribution of personnel. It is intended to
provide guidance on the reserves and opportunities to achieve better performance
and better performance of employees and workers. Sample qgestio

1. Why do you work at the Ministry of Internal Affairs?

The purpose of this question is to establish, in general, the level of motivation
of employees management and executive staff; the desire to serve in the interest
of society; the presence of arponal interest in a work performance specifically in
the field of security and public order protection.

2. How did you decide to apply for a job at the Ministry of Internal Affairs?

The wording of the question allows a lot of freedom for answers. Wéh th
guestion, an attempt is made to establish whether the profession is a personal
choice of the employee, or he was guided to this choice by another person. The
goal is not to find a correct answer, but an objective analysis of the effectiveness of
human reource selection procedures.

3. What attracts you most about your current job?

Good employees are usually satisfied or completely satisfied with their work.
They feel safe in the workplace, feel comfortable in their daily working life, and
realize the posive aspects of their activity. Listing such positives implies ranking
and analyzing which are those significant factors for employees that have the
strongest motivational impact.

4. Were your expectations for professional realization justified?

This quesbn aims to identify the fluctuations in the motivational profile of the
employees. It appears to some extent controlling in relation to questidns 1
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Disappointments in the workplace are a kind of early indication of potential
negative manifestations the activity. At the same time, the question provides the
opportunity for percentage differentiation of positive and negative answers,
comparison, and analysis.

5. Are you satisfied with the work?

The answer to the question should confirm the thesis keattotivation of
human resources in the Ministry of Internal Affairs is of crucial importance for the
qguality of the offered service protection of public order and the security of
citizens, as well as for the prevention of corruption. Highly motivatepl@raes
are satisfied with their work. They carry the service with honor, have a desire for
development and a professional appearance.

6. Do you wish to continue working in the Ministry of Internal Affairs?

Motivated employees who feel job satisfactionndd consider change. They are
willing to develop and grow in this environment, to work towards the goals of the
organizational unit. These employees are an asset, human capital in which the
Ministry of Internal Affairs has invested, and which brings retuiifhe purpose of
the question is to measure the percentage of these employees compared to the total
number of respondents and, on this basis, to draw conclusions at the level of the
ministry.

7. Do you consider the police profession/work in the Ministfylrdernal
Affairs prestigious?

Prestige is an additional but important element for motivation. A sense of social
significance of the profession implies a sense of mission. This brings additional
satisfaction to police officerstheir work is necessarysaful, and meaningful to
people. Such a feeling justifies the additional risk that every Ministry of Internal
Affairs official takes to put the health and safety of citizens first, even before his
own. The percentage comparison of the answers receivedharshalysis of the
data would give a general idea of the feeling of public evaluation of the police
profession.

8. Do you think the assessment of your activity by the management team is fair?

Emphasis in the question is the sense of justice in theomdaip between
executive and management entities. When an individual is undervalued, it affects
not only his motivation, but also his job performance. The feeling of being
undervalued is a prerequisite for justice to be sought elsewhere, i.e., thisith a ki
of corruption factor.

9. What circumstances make you feel cheated in your expectations?
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The question aims to specify problems and circumstances that are allowed in
daily activity and that have a negative impact on motivation and the work process.
Isolaing and studying these problems would help identify specific measures and
activities to overcome frustrations and improve employee motivation.

Dimension 2. Preparation of a motivational profile of the staff according to
specific motivator factorsThe dimesion aims to reveal and give guidance on the
level of staff motivation and the balance achieved between organizational goals
and individual needs, while partially clarifying the organizational policy regarding
staff training and development, freedom oti@e, personal initiatives. On this
basis, question "What do you think can stimulate you to work better?" and question
"What are the factors that would influence your professional behavior?" can be
formed.

In the methodology proposed by Yosif lliev for asishing a motivational
profile of the staff, we find 45 motivator factors, [11] of which, bearing in mind the
studied target group, we consider more important: equal and fair treatment of staff
members; work corresponding to the job description and mivigl professional
knowledge, skills and abilities; interesting and challenging work; work with
delegation of additional rights and powers; fair pay for lallmsic and additional;
opportunity for career growth; working conditions; social environmelitate in
the team; trust in management; belonging and commitment to the organization and
others. For his part, Shopov offers 15 motivational factors, in the form of the
following questionnaire, as follows: [17]

. Leadership style

. Labor discipline

. Labor remuneration

. Security at the workplace

. Conditions and safety of work

. Organization of working hours

. Relations with the members of the team

. Social benefits

. Recognition of personal qualities and abilities
10. Opportunity to improve quétations

11. Interest in work

12. Independence of work

13. Personal Liability

14. Opportunity for initiative and expression

©COoO~NOOOUOTA,WDNPE
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15. Opportunity for growth and sei¢alization

Dimension 3. Tolerance for corruption schemes and other types of illegal
actions Knowledge and compliance with the regulatory framework, professional
qualification, and motivational measures. The dimension aims to clarify a personal
attitude to staff training as a predicate for preventing corruption.

1. Would you tolerate any type obrecuption scheme or other type of illegal
activity and why?

Toleration of a corrupt scheme or any wrongdoing is incompatible with service
in the Ministry of Internal Affairs. Early detection of fluctuations in the
composition and recognition of these négasignals should be an alarming sign
for managers. This necessitates establishing and analyzing the reasons that led to
dissatisfaction and disappointment in the specific individual with a view to taking
targeted measures to overcome it.

2. Do you thinkthat when you are not well prepared to deal with a given
professional situation, it is better not to take a position on the case than to do wrong
and then be punished?

The formulation of this question aims, on the one hand, to find and recognize
gaps in tle process of professional training and preparation, and on the other hand,
to obtain information about the leadership style and the masexgeutive
relationship. Working under conditions of "fear of punishment" or trusting
relationships, where the leadmrpports his subordinates and shares responsibility,
are indications of the psychological climate in the collective.

3. Do you think that the poor knowledge of the legal basis with which you work
leads to uncertainty in the performance of official duties?

Undoubtedly, poor knowledge of the legal framework with which one works, of
job duties and official powers, leads to a lower quality in the performance of the
activity. The training of the composition is a commitment of the managers, who
must acquaint themployees both with the amendments to the normative acts, and
to create a training organization for the correct application of the law. They should
be able to motivate their team to continuously strive to develop through new
knowledge and their unerringplication in the activity.

4. If you or one of your colleagues commits a violation in the official activity,
are sanctions applied?

The sanction in the form of disciplinary liability is a legitimate way to correct
wrongful conduct committed in the perfoamce of official duties. Disciplinary
responsibility is a part of official legal relations, insofar as its main purpose, apart
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from sanctions, is also preventive-geéucational for the other members of the
team. It would be paradoxical if committed viddeis of official discipline are
ignored in a department that is called to protect the law and public order.

5. Do you think that the ethejob training leads to an increase in your
professional qualifications?

Training should be a conscious process, adrfee the individual to better
perform his official duties through the acquisition of professional knowledge and
skills. It is part of competence. Measuring its quality is of critical importance given
the dynamics of the police profession. Employees mustalequate to the
changing reality, and this can be done through new knowletg¢h theoretical
and practical. Leaders and their attitude to training play an important role in this
process.

6. Does your manager support you with training and explanationshe
application of the legal framework?

In the security system the knowledge of the duties of the contractors by their
manager is a basis for respect and authority. Senior staff need to be aware of the
workload and tasks of their subordinates, orgattieg daily activities, be able to
make decisions and lead them. Knowing the needs of the team and considering the
need for training is an element of competent human resource management.

Creating an effective system of motivational factors is an extreomhplex
creative process that can be likened to the construction of a complex material and
social system. The complex of motivational factors is formed based on the already
considered basic motivational models, basic legal norms regulating labor relations
in the country, and the included factors are undoubtedly the most significant for the
enterprise from the point of view of the needs of the employees and the desired
work behavior that meets the goals and interests of the organization.

The sociedemographi profile is established with questions regarding age,
gender, education, job status, experience in the Ministry of Internal Affairs system.

When preparing the methodology for researching the motivation and level of
professional training of the employeeas the Ministry of Internal Affairs, the
following motivator factors were considered, and ranked by their importance not
only for the society, but also for the specific target group.

Pay is considered as one of the main motivational factors. To fulfill its
motivating function in accordance with the desired behavior of the employer, the
wage must provide a normal standard of living for workers and employees, reflect
the efforts made by workers and employees in performing the work, to comply
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with traditional mtios in the level of the salary in the enterprise or organization, to

reward additional efforts to achieve organizational goals. Its level and dynamics
determine the possibility of satisfying not only the material (physiological) but also

a significant pe of the spiritual and social needs of the person.

At the same time, the salary of the police force is the price for which the service
of security and protection of law and order is provided to society. It is the good in
exchange for which the employeexapt to work in conditions of risk to their life
and health; to be always available to fulfill their public duty; to work in shifts,
overtime, under stress and tension; to assume responsibility in the interest of public
health and safety. At the same tintlee attractive salary is a factor determining the
attraction of quality and wekducated candidates for work in the ministry.

Social benefits are another key motivational factdhe employer should
comply with his obligations to provide conditions tbe sanitary and medical care
of the workers in accordance with the sanitary norms and the requirements of
occupational medicine. In terms of sodomestic and cultural services, the
following can be provided: organized meals, bases for-terg and shdfterm
recreation, physical culture, sports and tourism, care for the families of workers
and employees.

The normative regulation of different social benefits is an indication of the
essential public position that the legislator assigns to the Ministrintefnal
Affairs, a kind of assessment of the work of those serving there and of their self
denial and dedication to society.

Job security specified as the absence of danger of losing it, is an important
motivational factor. In this way, workplace secyris a serious incentive for
motivating employees to value their workplace, as well as for attracting proactive
and educated job candidates.

Working conditionsGood working conditions are a factor related above all to
the natural need of people in thedalprocess to preserve their health and ability to
work, as well as to the need for job satisfaction. When working conditions
correspond to normal conditions to the extent that they correspond to workers'
demand for a healthy production environment, thisfs the motivation for highly
productive work.

Good and collegial relationships in the workplac&ood relations with
colleagues in joint work and the possibility of working in a team can be considered
as part of the socipsychological climate. The no@al sociepsychological climate,
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the absence of conflicts in the structural unit or interpersonal inconsistencies favor
communication in an organization and motivate higher labor activity.

Opportunity for training and professional support from managemé&he
provision of an opportunity for training and upgrading of qualifications by the
employer is an important motivational factor.

The professional training of the employees in the Ministry of Internal Affairs
aims to provide the necessary knowledge anisgki fulfill their legally regulated
powers. For this purpose, it is necessary to make periodic analyzes of the training
needs of the structures, as well as to adapt the subject of the conducted trainings to
the current picture of the public environment.

Interesting and attractive worlkand compatibility of work with individual
interests. Work itself can also be a good motivator. People are motivated when the
work is interesting for them, they can actively participate in it, show initiative. The
service inthe Ministry of Internal Affairs places the employees in diverse and
dynamic life situations, in which, under conditions of stress, a decision should be
made, to react and to bear responsibility for the correctness or incorrectness of the
decision made. fe satisfaction of a job well done in dealing with a particular case
is a powerful motivator for any individual.

Prestige and public importance of the professibmaddition to the material
incentive expressed through the salary, the employee has a ipteehal need to
be evaluated and stimulated through recognition of his personal qualities, abilities,
and work results. The management should create conditions for recognizing the
achievements in work and the professional development of each emplotle® by
managers and his colleagues and achievingcselfidence in their professional
competence and sedffirmation of the individual.

Employees of the Ministry of Internal Affairs can be awarded honors and
awards for achieving high results in their ofdicactivities. On the other hand, their
work is constantly the focus of public and media interest. To a large extent, the
public evaluation of the police profession is a product of the media image that the
mass communication media creates. Therefore, éxieemely important that the
activities of police officers are correctly reflected. It is the trust of the citizens that
gives meaning to the work of each employee in the Ministry of Internal Affairs, the
feeling of social necessity of his work, the fagliof usefulness and prestige.

Job matching skills and knowleddgeorrespondence between education and the
position held is an important motivational factor aimed at preventing the use of
highly qualified labor for lowskilled work and vice versa. Ensugire unified
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approach to the career development of all employees is an important motivational
factor and a condition for increasing work efficiency.

Opportunities for growth and professional developm&hey can be realized if
the content of work is contirously enriched in the organization. The development
of employees implies the creation of conditions by the organization for their
continuous training and sedfducation aimed at professional and personal self
improvement. Especially effective motives femployees are created when the
development is related to career growth.

Ability to make independent decisions and take responsifiility opportunities
to assume independence in the work process, to take initiative and responsibility
for the work done aréactors that, although with different contents, are logically
interconnected and enable the creation of trust between management and
employees. The operational independence of the police force in the process of its
daily activity is more effective, the m®m competent and confident the officer feels
in his actions.

Participation in management, development of collective solytjoms analysis
and resolution of problems is a motivating factor, an expression of trust between
governed and rulers. Involvingmployees in management and the subsequent
delegation of authority is an essential element of a progressive organizational
culture. Provoking and awakening the potential of employees for active actions
leads to the development and realization of the peligpna the chosen
professional field. It is a matter of managerial skill to delegate authority, to
combine power with the collective principle of work, to respect the individual in
the team implementation of the activity.

Authority and competence of maeag A management style based on
competence (and not on position in the hierarchy), on respecting everyone's
opinion and recognizing their results, on attracting colleagues to management,
leads to the creation of a good sepgychological climate in theam.

In the specialized scientific literature, there are no exact criteria for reporting
the level of motivation. This is explainable due to the complexity of ongoing
phenomena and regularities in the individual characteristics of the personality. Its
quartitative measurement is a difficult process, which is why in practice non
parametric methods are used to determine the level of staff motivation,
guestionnaires, surveys. The processing of the obtained data is carried out with the
help of computer statistal programs for processing information from empirical
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statistical studies, which allow to perform factor analysis, hypothesis testing and
others.

With the development of a motivational profile, existing problems in motivation
can be diagnosed, which ari$em employee dissatisfaction with individual
motivational factors. Its application makes it possible to develop a real and
reasoned program of consistent practical actions to improve staff motivation. The
dynamic nature of the motivational processes ltesm the need for periodic
updating of the motivational profile. The motivational program should also be
regularly updated to improve motivation and increase the efficiency of human
resources management.

Conclusion

Dynamic socieeconomic changes, lif@ithe conditions of crisis situations and
the need for timely adaptation of public organizations to the changing environment,
impose the need for a new attitude to motivation and its importance for the
successful coping of the individual with the changiegllity.

Motivation is an ongoing process. People are motivated by what they expect to
happen because of some action or behavior on their part. Therefore, it is important
to build a motivational system, according to the specifics of the specific
organizatbnal unit and constantly measure the motivation factor. This would allow
the Ministry of Internal Affairs to continuously adapt and improve its motivational
system as a type of management impact according to the changingsmo@nic
reality to prevent arrupt behavior.
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Abstract

South Africa is faced with the challenge of frequent, lengthy, and violent
strikes, especially in the mining sector. It is argued that the challenge of
labour unrest can be addressed through meaningful employee participation in
decisionmaking. The main objective of this research was to explore whether
poor employee participation in decisionaking contributes to labour unrest in
the South African mining sectdro be precise, mineworkers frequently engage
in violent strikes that negatively impamining organisations, their employees,
the economy, and mining communities. A qualitative research approach was
employed using serstructured interviews to collect data from employees who
occupy low levels in a mining organisation. The findings show [twer
employee participation in decisiemaking in the South African mining sector
contributes to labour unrest. A positive relationship between poor employee
participation and labour unrest is established; therefore, the mining
management should implenteoorrective measures to ensure meaningful
employee participation in decisiemaking that significantly reduces strike
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action. The research highlighted the issue of poor employee participation in
decisionmaking and the impact on labour unrest.

Keywords:employee participation, labour unrest, harmonious employment
relations, strike

JEL Classificatiornt J28, J53

Introduction

Labour Relations in South Africa remain challenged by the number and severity
of occurring strikes, and there is no clear indaratihat the number of strikes is
decreasing (Labour Annual Report, 2018). For many years South Africa has
witnessed long and violent strikes in the mining industry that have resulted in
property damage, injury, and death (Labour Annual Report, 2018; Me&bub
NwobodeAnyadiegwu & Mbohwa, 2017). One of the significant labour unrest
incidents that left the country in a state of shock was the Marikana massacre in
August 2012 at a Platinum mine in Rustenburg (Samuel, 2016). It is the worst
incident because dhe shooting and killing of 34 mineworkers during the strike
(Samuel, 2016). The frequent occurrence of labour unrest in the mining sector is a
significant concern because the mining sector is a driving force in shaping the
FR X QW U \puliticdlR&nd Rcltural development (Horne, 2015; Mineral
Resources, 2017). Mining organisations suffer significant financial losses during
periods of labour unrest, which negatively impacts the economy, as the mining sector
plays a crucial role in the economy of Southiér(Leon, 2012; Tenza, 2020).

Furthermore, violent strikes negatively impact employment, business
confidence and investment opportunities, affecting any chances of economic
growth (Tenza. 2020). The failure to reduce the number and intensity of strikes wi
VHYHUHO\ DIIHFW puSHRSOH V OLYHV DV HPSOR\PH(¢
poverty will result (Tenza, 2020). Therefore, due to the labour unrest pandemic, the
South African government has instructed social partners to develop ways to reduce
the numler of strikes (Labour Annual Report, 2018).

Problem statement

There is an existing research literature on employee participation and labour
unrest, but there is a dearth of research to understand the issue of employee
participation and labour unrest in tf&outh African mining sector. Frequent,
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lengthy, and violent strikes are challenging in the South African Mining Sectors
(Makhubedwet al, 2017). Furthermore, in SA, meaningful employee participation is
still in the early stages (Venter & Levy 2014). Tpblet (2013) posits that this is
due to a lack of management, trade union and employee commitment. Therefore, in
depth analysis and understanding of whether poor employee participation in
decisioamaking influences labour unrest remains an area for résédre problem
statement is: To what extent does poor employee participation in detiglong
influence labour unrest in the South African mining sector?

Research questions

The primary research question is:

How and to what extent does the lack of megfiihemployee participation in
decisionmaking influence labour unrest in the South African mining sector?

Research aim

The research aim is to explore whether poor employee participation in decision
making contributes to labour unrest in the South Africéming sector.

Research objectives

Four research objectives have been identified, which are:

X To explore theories of rational choice, pluralistic, unitary, conflict, and
human relations.

x To understand labour unrest and employee patrticipation in decisking.

x To explore the lived experiences of mining workers in order to identify how
employee participation influences labour unrest.

X To recommend mechanisms to improve employee participation.

Literature review

Blaxter, Hughes and Tight (2006) explain tlaliterature review is a detailed
evaluation of existing information and studies conducted to gain more insight into
the field of interest. The existing literature will be presented and reviewed under
the following topics: the Human Relations Theory, tbageptualisation of labour
unrest and employee participatiothe historical background and overview of
labour unrest in the South African mining sector, the process of employee

participation in decisiomaking and linking labour unrest and employee
partiapation.
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The Human Relations Theory

According to Cooley (2016), the Human Relations theory is divided into three
elements. The first element takes into account the importance of an employee. It
recognises employees' values and explains their respoess/eto their
environment (Cooley, 2016). The second element acknowledges that employee
relationships influence an organisation's effectiveness (Cooley, 2016). The third
element emphasises the importance of participative management (Cooley, 2016).
The HumanRelations Theory moves away from the perception that employees
only respond to financial incentives (Omodainal, 2020). The theory explains
that money is not a prime concern for employees in an organisation but rather their
involvement in critical desiortrmaking (Omodaret al, 2020). Previous studies
have focused on monetary factors that contribute to labour unrest but have
overlooked that sense of involvement can also contribute to labour unrest.
(Kennedy, 2018) also noted that wage disputes arej@r m@ntributing factor to
labour unrest in the South African mining sector, but it is not the only factor
influencing labour unrest.

Conceptualising labour unrest and employee participation

According to Grogan (2014), labour unrest can be expressedituydorms,
such as strikes, lockouts, picketing, protest action and boycott. However, for the
purpose of this research, the focus will be on str#kese they have been identified
as a significant problem. Section 213 of the Labour Relations Act 6®%5 1
(LRA) stipulates that a strike meatthe partial or complete concerted refusal to
work, or retardation or obstruction of work, by persons who are or have been
employed by the same employer or different employers, for the purpose to remedy
a grievanceor resolving a dispute in respect of any matter of mutual interest
between the employer and employee, and every reference to work in this definition
includes overtime work, whether is it voluntary or compulsorgtrikes are
deemed as an action undertak®mntrade unions or employees as individuals to
remedy their grievances and dissatisfactions (Taylor, 2017). Employee
participation involves employees, either individuals or groups, providing their
input on decisions that affect how the organisation ope(stenter & Levy, 2014).
Employee involvement, empowerment,’ workers' voice, andectsionmaking
are all classified under the umbrella concept of employee participation (De Kok,
2021). According to Venter and Levy (2014), a harmonious working envirdnmen
is established through employee participation.
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The historical background and overview of labour unrest in the South
African mining sector

It is significant to have a historical perspective of the challenges facing the
South African mining sector (Bhogl2011; Makhubedet al., 2017). Notably, the
underlying issue of labour unrest in the South African mining sector is not new, as
it dates back to the early nineteenth century when black mineworkers engaged in
strike action for higher wages and removed ¢bhbur bar act (Budeli, 2009). In
1912, the mine management decided to reduce minimum wages and exonerate
themselves from providing contact miners with appropriate facilities (Moodie,
2013). According to Moodie (2013), many of mine workers could not came
terms with the decision. The unilateral decision made by management led to the
1913 strike that occurred in Kleinfontein (Moodie, 2013). This strike is known as
the general strike because a violent crowd, including women and children, came
out in numbes to support miners. Yu and Roos (2018) state that it iskmellvn
WKDW VWULNH DFWLRQV LQFUHDVHG UDSLGO\ GXULC(
have revealed that the South African working environment is strike prone and
strike actions have beme more violent post994 (Madlala & Govender, 2018).
Recognised mine industry trade unions led the latest strike at Sibanye Stillwater in
2022, that is, the Association of Mines Construction Union (AMCU) and the
National Unions of Mineworkers (NUM) (Satdard, 2022). According to the
Industrial Action Report (2019), there has been an increase in the number of
unprotected strikes over the past years. The Industrial Action Report (2019) reports
that in 2019, a total of 157 strikes occurred, where 65% ofsthkes were
unprotected, and 35% were protected. It is essential to consider that statistics
covered in the Industrial Action Report have been brought to the Department of
Employment and Labour; this implies that strikes that occur on a smaller scale are
overlooked (Industrial Action Report, 2019). Bavu (2015) states that in 2012,
numerous unprotected strikes were witnessed in the South African mining sector:
the Marikana, The Angléshanti Gold, Anglo Platinum (Amplats) and Coal
Mining strike.

The process of employee participation
Figure 1 shows what the process of employee participation entails and further
elaborates that there is both mental and emotional involvement in employee
participation (Iranwanto, 2015; Davis & Newstroom, 1997). MiteMgnga,
Coetzee and Cilliers (2012) concur that employee participation is not a physical
activity but a mental and emotional involvement process.
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Figure 1: The employee participation process

Involvement
Mental

Forms of employee
participation:

Direct Outcomes

Emotional
Indwect

Source:Finnemore (2018); Davis & Newstroom (1997); Iranwanto (2015)

Two primary forms of employee participation are direct and indirect (Séiaed
al., 2018). According to Shaeet al (2018); Keller and Werner (2012), direct
employee participation occurs when employees have input in all decisions that are
made. Accordingd Lester (2014), direct participation does not exist in the South
African mining sector. Indirect participation occurs through employee
representatives, namely trade unions (Ekwoaba, Ufodiama, & Enyinnaya, 2019).

Indirect participation through registered rad recognised trade unions in the
South African mining sector

Shortfalls of trade unions have led to a decline in union membership in the
South African mining sector over the past ten years (Makhukédl, 2017).
According to the Trade Unions Subsec8kills Plan (2021), 47% of trade union
membership in 1990 decreased to 28% in 2017. The shortfalls of the NUM and
AMCU, in particular, since they have been identified as a trade union representing
most of the mining sector employees. According to Dhliwg@il2), NUM does
not serve its purpose of furthering the interests of the employees, but rather it is an
instrument used to acquire powerful positions in the government and Mining
companies. Lester (2014) has further established that NUM is accusedingf sel
out its constituents. Lester, 2014) has identified inconsistencies within the union.
NUM successfully negotiated with Implats bettesrking conditions for rock drill
operators that placed them above the industry level but failed to negotiate similar
conditions for employees at Lonmin mine (Madlala & Govender, 2018). In 2012,
more than 12000 employees from four Anglo Platinum (Amplats) were enraged by
the conduct of NUM, which led to a violent movement in NUM offices to
withdraw their membership. Acading to Patron (2013), 2012 will be the year
with the highest number of illegal strikes. According to Botiveau (2018), AMCU
led the movement as its objective was to gain momentum in its struggle against
NUM as it is dominant in the South African mining &ec According to (Pitzer,
2018), the ongoing battle between the two essential trade unions negatively
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influences labour unrest as peace is disrupted. Harvey (2013) suggests that a harsh
sanction of removing bargaining rights must be imposed on a tradectipeetuates
illegal strikes.

Positive outcomes of employee participation

Employee commitment: Lomo (2017) proposes that management can
implement employee participation as a strategy to increase organisational
commitment. The continuous engagement of rganmeent with employees to
discuss the state of the organisation and include them in the datialdng
process increases the' employees' understanding and acceptance of decisions
(Wilkinson & Dundon, 2010; Lomo, 2017). Furthermore, the' employees' sense of
responsibility is increased towards outcomes of these decisions, and the
organisation's fate is easily accepted when the management shows genuine concern
regarding the employees' inputs and encourages them to participate and influence
decisions (Lomo, 207). Additionally, a sense of psychological ownership and
attachment is formed towards the organisation (Lomo, 2017).

Employee involvement and organisational effectivenesgimah & Ahiauzu
(2013) suggest that employee involvement is a mechanism used tovémpro
employee attitudes and organisational effectiveness. Organisational effectiveness
refers to the approach an organisation undertakes to achieve the goals it has set for
itself (Holbeche, 2016). It considers suggestions of what needs to be done for the
organisation to achieve its desired results (Holbeche, 2016). According to Dede
(2019), employee involvement is crucial for achieving organisational effectiveness
and generating positive employee perceptions. Employee involvement refers to
practices an orgdsation implements to give employees input and actively
participate in decisicmaking (Holbeche, 2016). Employee involvement
FRQWULEXWHY VLIJQLILFDQWO\ WRZDUGYVY FUHDWLQJ
and values (Amah & Ahiauzu, 2013). When eaygles actively participate in
decisionmaking, the organisation is more likely to avoid negative aspects such as
lack of employee commitment, agitation, and misconception. As a result, employee
productivity should increase (Dede, 2019). Poor employeecipation stops an
organisation from producing the results needed (Dede, 2019). Ineffective employee
participation may lead to dissatisfaction, which in turn could result in labour unrest.
Ferreira (2004) suggests that employee participation and demooegcyrer
employees to be included in decisioraking processes impacting various aspects
of their work lives and establishing selflanagement programmes.
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Linking employee participation and labour unrest

Nel et al. (2016) have identified employment conditiossch as lack of
employee participation as a trigger to labour unrest. Employees sometimes have
high hopes of being included in specific employment issues; when such
expectations are not met, they resort to labour unrest (Sishi, 2016;eDhbj
2011). h many organisations, top management tends to make unilateral decisions
that become difficult to execute because they are not received well Bgveiv
employees (Dede, 2019). As a result, employees will engage in negative actions
such as losing interes$h their jobs and strike action (Dede, 2019). Collective
bargaining is a participation channel provided by the Labour Relations Act 66 of
1995 (Lester, 2014; Venter, 2014). According to Sishi (2016), a direct link between
collective bargaining and labountest has been identified. It has been established
that centralised collective bargaining in the South African mining sector (Lester,
2014). This form of collective bargaining has been heavily criticised for its rigid
processes that result in poor repreaton of the interests of employees who
occupy lower levels in the organisation (Bhorat & Oosthuizen, 2012; Venter &
Levy, 2014). According to Madlala and Govender (2018), the collective
engagement framework used in South Africa must be reviewed, egpéatitie
mining sector.

Trade union officials represent mineworkers in collective bargaining; however,
mineworkers have placed serious allegations against trade union officials, accusing
them of working too close to management and engaging in caucusngseeti
(Lester, 2014; Makhubedet al, 2017). They further alleged that they are willing
to compromise workers' interests and demands (Makhuetedly 2017). Deficits
associated with the mine industry trade unions indicate poor employee participation
in decisionrmaking which may contribute to labour unrest. Additionally, Shop
stewards representing mineworkers in decisiaking do not report back directly
to their constituents but to officials who occupy higher positions within the
company (Lester, 2014They prefer to execute their tasks on the surface, which
results in poor communication and contact with underground workers (Lester,
2014). Makhubeduet al. (2017) further established that when employees are not
directly included, reaching the common grduis difficult even when they are
represented. Therefore, it is essential for management to engage with employees
directly (Makhubedwet al,, 2017).

Furthermore, Madlala and Govender (2018) also revealed that the Marikana
tragedy exposed a crisis in empd@yrepresentation as employees demanded to
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engage directly with management independently from the recognised trade unions.
The LRA 66 of 1995 promotes employee participation through workplace forums.
According to Pather (2008), workplace forums faciliteweployee participation in
decisionmaking in organisations to ensure that employees have an input in
decisions taken by the management. Notably, there are no workplace forums in the
South African mining sector (Lester, 2014). The absence of workplace Sarum

the South African mining sector is challenging (Lester, 2014). According to Lester
(2014), establishing workplace forums would minimise issues such as labour
unrest; therefore, it is submitted that workplace forums would address
shortcomings of centliaed collective bargaining.

Research Methodology

A qualitative research method approach was used to answer the research
guestion necessary to achieve the objectives of this study. Qualitative research is an
approach whereby individuals interpret and makase of their experiences to
understand their social reality (Mohajan, 2018). The current study adopted a
hermeneutic phenomenology research strategy. Hermeneutic phenomenological
social research concerns the participants' personal experiences ancetinterp
them (Ramsook, 2018). Hermeneutic phenomenology was used to explain
mineworkers' daily experiences regarding whether they are permitted to engage in
decisionmaking or are not permitted to participate. Batiale and female
mineworkers who occupy loWwanalysis as a method applied in a study to enable
the researcher to identify, analyse, organise, describe, and report the collected data.
It is also known as a process of establishing patterns and themes within the data
(Evans, 2018).

Findings
In this study, the quoted responses from the participants are not edited or
amended as part of the ethical considerations.

Theme 1: Employee patrticipation

The study participants' responses show that the employees clearly understand
what employee patrticipation idecisioamaking entails. Participants argued that
commented that management must inform the employees about the affairs of the
organisation so that they are aware of what is going on in the organisation, which
will enable them to participate.
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P4 and P6 @ammented in a similar vein stating that employee participation is
whereby the management includes and consults with employees before making
decisions that will impact their lives.

P4:'My understanding is that before major decisions are made that affect th
workers they should be informed

P6:'My understanding of the participation of employees in the deeimgking in

the workplace is that management particularly top management must consider the
interests and the needs of the employees before makindeaisions and they
must involve them in whatever decision they are making

P5 endorsed participative decisioraking because the participant believes it holds
positive outcomes for the organisation and its employees. The participant
responded by sayintat:

‘This is the involvement when you have some things to decide on and employees
also have their own views. | do believe that through their participants the company
can make things easier

In this regard P2 noted that in the South African mining sedcaole unions are
responsible for representing employees in the decisi@king processes therefore,
they should constantly engage with constituents to find out what their inputs and
opinions are pertaining for them to be presented to the managementeaymdted

when decisions are made. P2 had this to say:

' think first you got to start with the unions whereby the unions will go back to the
employees and find out what are their problems and then they are also in a good
platform to present those to the magemerit

Summing up, it is evident from the participants' responses that they have a firm
understanding of what the concept of employee participation in decis&imng
involves. It is important to know what employee participation entails to actively
engage in the process when presented with the opportunity. They strongly wish to
be actively involved in decisiemaking processes that will have an impact on their
lives. In the following section, the theme of financial participation is discussed.

Theme 2:Financial participation

Five of the participants (50%) displayed a desire to participate more, especially
in the decisiormaking process that will have an impact on the financial aspects of
their lives. They want to be kept up to date pertaining to filshraffairs and
decisions of the organisation. Elaborating on being kept up to data with financial
information and decisions P8 stated that:
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'My understanding is that whatever management or the company itself must inform
employees in terms of whateveeyhwanted to reach in terms of profit

They want to be involved in contractual agreements. Furthermore, lack of financial
participation creates dissatisfaction in an organisation which contributes to labour
unrest. Participants argued that participantesh in the organisation through their
efforts and labour to ensure that there are high levels of production. However,
when it comes to financial participation they do not benefit from the success of the
organisation.

P10 narrated their frustration andoexience by saying that:

'Looking at the profits that the mines are making and looking at the salaries that
they are paying people. We know the value of minerals like gold and platinum and
we know what is being produced per day, we know what is beinggaedda a
month and we know the price of gold or the price of platinum or whatever mineral
From the collected data, it seems like when there are high levels of production and
profits in an organisation, the study participants expect to benefit sincarhey
part of the organisation and prefiharing forms part of financial participation.
Financial participation contributes significantly to the labour unrest. The
employees have a mandate and responsibility to render their services to the
employer becausthey are bonded by a contractual agreement. The employer must
consider allowing employees to participate in financial participation and benefit
from the profits and success of the organisation because it is evident that excluding
employees from participaiy in decisions that will have a financial impact in their
lives generates negative emotions that contribute to labour unrest. The theme of
direct participation is the next generated theme.

Theme 3: Direct participation

Participants expressed their dedio have direct engagement with the employer
because the current participation which are trade unions is deemed ineffective. The
participants argued that they are in a better position to represent their interests and
needs in decisiemaking processes éhefore they should engage directly with the
employer. Participants clearly stated that an element of direct employee
participation in decisioimmaking must be present.
P3 responded by saying th&there needs to be individual participation where you
canalso have input
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From the responses of the participants, participants argue that trade unions should
be dissolved because they are failing to fulfil their duties and responsibilities,
hence participants opt for direct participant. P7 and P10 had tlag:to s

P7:'l think trade unions should just move so they don't have an impact on the
employees they just want to benefit on their'own

Participants demand direct involvement with the employer, but in this study, direct
participation is not endorsed or iddscause the organization cannot cater to all
the individual needs and interests of employees. However, the current employee
participation structure, trade unions in the South African mining sector, should be
drastically improved. The theme of desire totiggpate but constrained is the next
constructed theme.

Theme 4: Desire to participate but constrained

Even though efforts and attempts are made by employees to be included in
decisionmaking, it seems like employees have the desire to participateisial
making but are constrained by certain factors that constrain them. A factor that
seemed to be a barrier is the lack of formal education, which is discussed in detail
in chapter 2. This barrier discourages and contributes to the fact that some
employees display a passive attitude when participating in deemaking. The
field notes gathered during the sestiuctured interviews also contributed to the
development of the theme above. There were informal engagements with other
mine employees in Afren languages; unfortunately, their responses could not be
recorded as the study was conducted in English. Therefore, they choose to distance
themselves from the employee patrticipating in the decisiaking process and
have developed the mentality that idemn-making rests with management. This is
derived from the response below:
P1:'lt is always up to management to decide what is going to happen and when it
is going to happen due to their expertise, they have a better understanding of the
workplace.
Lack of formal education is a barrier therefore some employees choose not to be
involved in the employee participation process and opt that all issues pertaining to
employee participation in decisionaking must be handled by trade unions. The
above is derigd from the following responses:
P1:'Unions decide what is good for the employees
Employees who occupy low job positions like the idea of being consulted prior to
decisionmaking but they are hindered by lack of formal education. Therefore, they
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choose ot to be involved in the employee participation process. They suggest that
trade unions should decide on their behalf what is good for them without
consulting them. In the view of the study, employees may find themselves in an
unfavorable position becausmde union officials may put their interests before
those of the employees. The current state of employee participation is the next
theme that was developed.

Theme 5: Trade union limitations

A total of nine participants (90%) indicated that there gaps in the current
participation structure which are trade unions. Participants argue that trade unions
are not fulfilling their purpose of furthering the interests of employees to the extent
that they tend to make decisions without consulting their itoasts.
P1: commented and said that:
'Unions do make decisions without even consulting the members. We often find
emails or correspondence where decisions have just been made and we just must
go in with that without participating in the outcome of thdeeisions
P5 noted that trade unions are limited in their knowledge capacity of representing
employees. The participant responded by saying that:
' am not that very satisfied with the trade unions because of they got their
limitations. They are limitedhey cannot go beyond, they are just linited
P10 noted that that trade unions have close relations with management which
negatively impact the representation of the interest of employees.
'The trade unions they are supposed to be standing for thiepedth the people
but that is not happening because those people they sit with the management
Furthermore, it has been established that trade union officials have lost contact
with underground employees, which means that their input and interests are
overlooked. This is evident in the following response:
P3:'They must go back to the plants, they must go to work again, and they must go
listen to what the people on the floor are dding
It has been determined that trade unions are not reliable betasdack
transparency and consistency in terms of delivering what they have promised to the
employees. P5 shared the following:
'Yes, they are not transparent let us just say that and they are not to be trusted
because they change like chameleons
The dudy participants recommended ways in which these shortfalls can be
addressed. The need for trade union officials to undergo training has been
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established to gain more knowledge and be better equipped to represent the
interests of employees and be up tdedwith current affairs concerning the
organization. Training will also assist in reminding both old and new trade union
officials of their purpose that of sufficiently representing employees. Trade union
officials need to be rotated with new members s trew ideas can come to the
fourth. Furthermore, it was recommended that trade unions be rotated because
when they occupy the same position for a long time, they become reluctant to
execute their responsibilities. Additionally, they get influenced byrtheagement
because they have built too close a relationship with them. Study participants also
noted the disadvantages of having more than one trade union. They shared that
trade unions compete with one another, and internal conflicts exist. Therefgre, the
recommended that trade unions must be unified to represent employees
sufficiently. The study participants believe that by implementing the above
recommendations, trade unions will be improved, and they will be effective. The
theme of the current state eployee participation is next and discussed.

Theme 6: Current state of employee participation

The study participants raised the issue of unilateral deemgking by
management. They argued that management tends to make decisions that affect
their wok lives without consulting them. They further noted that management does
seek their opinions prior to making decisions but they do not integrate them in final
decisions. The participants argue that management has put in place documents that
encourage 'em@\HHY SDUWLFLSDWLRQ KRZHYHU LW IDLO
down on paper. The participants responded by saying that:
P7:'Most of the time employees don't have decisi@king, decisions are made
for them by managers and then managers just come ehgiou this is what's
happening and then you have to follow by the rules and 'abide
P3:'Well documentation is there where they say it yes but when you do you will get
a negative answer
There was consensus among the participants that employees wimmy dower
levels within the organization, especially underground workers, are completely
excluded from participating in decisionaking processes. P1 and P10 commented
in a similar vein:
P1:'With my experience in this company | have been with this cgmioa 30
years and the lowelevel employees do raise some concerns and problems and so
forth but the actual participation in decisianaking is very low
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P10:'The people on the ground which are the actual people that get their hands on.
So, accordingd me they are the most important people in the company but when it
comes to decisiemaking, they don't have much to say. Like for instance if we talk
of production, there are people on the management who do their focus that today
this is what we want toadand the people on the ground are not involved. So, when
it comes to decisiemaking, the most important people which are people on the
ground don't have much to say

From the participants' responses, there is poor employee participation in
decisionmé&king in Sibanye Stillwater. The participants argue that there are
documents put in place by management to encourage employee participation in
decisionmaking, but what is written in the documents is not practiced. Thedower
level employees feel entirely @xded from participation in decisiemaking.

Discussions

The study's primary aim was to explore whether poor employee participation in
decisionmaking contributes to labor unrest in the South African mining sector.
More specifically, this research aitheto investigate the perceptions and
experiences of employees who occupy low levels positions within the organization
to establish whether there is meaningful employee participation in decision
making. MitongaMonga et al.(2012) state that for employeerfiaipation to be
deemed meaningful, employees who occupy-levels within the organization
must be included in all decisianaking processes. Findings provided significant
insight into how lack of meaningful employee participation in decisiaking
influences labor unrest in the South African mining sector. Six significant themes
revealed the perceptions and experiences of the study participants regarding their
participation in decisioimaking process that have an impact on their work lives.
The study'sfindings indicated that barriers need to be addressed for employee
participation to be perceived as meaningful. What is evident in this research is that
participants as individuals who occupy low levels within the organization feel
excluded from participan in decisioamaking. The participants confirmed that
there are existing documents that are formulated by management in support of
employee participation however what is written in these documents is not put into
practice in terms of ensuring that thésemeaningful employee participation. The
results are aligned with previous studies that highlighted that employee
participation channels created by the LRA are not efficiently integrated in terms of
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confirming employee participation in decistamaking inthe mining sector (Lester,
2014).

The South African mining sector acknowledges and utilizes trade unions as an
employee participation structure (Lester, 2014). Due to trade unions' limitations,
participants demand that direct employee participation begratted as a
participation structure. This is also supported by the study of Madlala and
Govender (2018) where it is revealed that the Marikana tragedy exposed that there
is a crisis in employee representation as employees demanded to engage directly
with management independently from the recognized trade uritedhubeduet
al. (2017) recommend that employees be presented with the opportunity to engage
directly with the management. It must be considered that the mining industry
employs many people; therefp direct employee participation is not practical
because individual engagements with management would becdins&iming.
Furthermore, the study findings indicate that certain factors such as minimum
levels of education among employees may hinder thia fafr participation. (Smit
and Mji, 2012; Chilwane, 2019) confirm that their high illiteracy levels among
mine workers are a barrier to effective participation in decisiaking. Some of
the study participants stated that trade unions are a significaicigzart structure.
Therefore, it is essential to have effective trade unions to represent these employees
effectively. An issue of major concern that was raised is that trade union officials
have lost contact with underground employees. This raises tmtiau of how
they can efficiently represent these employees' interests in degisiking
processes if there are no contact and interactiohs. study of Lester (2014)
confirms that trade unions have lost contact with employees, underground
employees, sgxifically, as they prefer to occupy offices at the surface level.

From te study findings, when there is an increase in production levels, the
study participants expect to participate in the generated profits. Their concerns
align with Lord (1995), whoproposed that employees should participate in
generated profits as it facilitates accurate and cooperative relations between the
employers and employees. However, it cannot be overlooked that it is a challenge
for the employer to allow this form of parti@tion as it has a responsibility to
protect and ensure that shareholders of the organization receive acceptable and
maximum returns (Madlala & Govender 2018). Dougall (2014) identified
Employee Share ownership (ESOP) as a form of financial participdisdmtost
organizations adopt. Angldmerican has successfully implemented the ESOP in

58



6 Annals of Spiru Haret University.
i Economic Series
A Since 2000

ISSN:2393-1795  ISSN-L:2068-6300

Issue 4/202

the mining industry(Bezuidenhout, Bischoff & Mashayamombe, 2020). Even
though there are claims that the organization has successfully implemented the
program, approximaty 300 workers at Kumba's Sishen mine, an Aifgioerican
operation, embarked on a strike shortly after receiving large-optsy
(Bezuidenhoutet al, 2020). The fact that employees embarked on a strike after
benefiting greatly from (ESOP) remains questiole (Bezuidenhouwtt al, 2020).

It is explained that there was a unilateral setting up of the ESOP by management
where employees were excluded. Lord (1995) also explains that such financial
participation schemes are questionable because they do notieprewiployee
participation. Gishen, (1990) and Dough (2014) argue that in South Africa, most
companies have excluded employees when designing and implementing profit
sharing schemes, which is the main reason for its failure. Dough (2014) further
explains tlat financial participation schemes enforced on people without seeking
their input have minimum chances of success. It is advisableethptoyers
develop a fair pragreed formula to allow mutual benefit and division of financial
gains where employees gaipate in its formulation (Lord, 1995).

To summarize, the findings indicate that the degree of employee participation in
decisionmaking is poor, and employees are unhappy about their current level of
participation. From the data gathered, employees washe more involved by
increasing their level of participation. From the study's findings in the South
African mining sector, the management and trade unions are significant players in
employee participation; therefore, their shortfalls influence laboresin
Participants have expressed dissatisfaction with the current participation structure,
and they argue that the management makes unilateral decisions that are enforced on
HPSOR\HHV O0OLQLQJ RUJDQL]DWLRQVYT IXWXUH DQC
significant role players to develop and implement practical approaches to address
the issue of poor employee participation in decisiwking that will reduce labor
unrest.

Limitations of the study

Strikes present a challenge nationwide. Nevertheless, tlig will be limited
to the South African mining sector. The scope of the research study will also be
limited to employees on only one Gauteng goldmine due to financial constraints.
Unfortunately, travelling to mining industries in other provinces would dee t
costly. The fact that this study cannot be generalized to all mining industries is a
limitation. Another limitation is that participants may not be credible due to fear of
being exposed because they are current employees. It is possible that they may
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omit or withhold information that is relevant to this study. A small convenience
sampling was employed; therefore, the results cannot be generalized to other
mining organizations in different provinces in South Africa, conducting the study

in other organizadns and provinces would enhance the validity and reliability of
the study. Some employees were willing to participate in the study but were
hindered as the study was carried out in English. Their responses were not recorded
but were handwritten by the esrcher as they responded in African languages,
which may have affected the data quality.

Conclusion

In conclusion, the research highlighted the impact of poor employee
participation in decisioimaking on labor unrest in the South African mining
industry. The research findings should encourage the mine management to re
evaluate the current state of employee participation in deeaisaking and take
corrective measures that will significantly reduce labor unrest.
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Abstract

This paper aims to establish the nexus between organizational downsizing
and employees’ continuance commitiném the transport and logistics
industry in Zimbabwe. There has been an ongoing economic downturn in many
Sub-Saharan African countries over the years, which has directly impacted on
industrial growth. Faced with harsh e@somic realities, many organisations in
Zimbabwe have resorted to frantic organisational downsizing to stay afloat.
Despite the wide use of organisational downsizing across industries, its effects
on employee continuous commitment riemaequivocal. To successfully
achieve the research objectives, thaper used an Explanatory Sequential
Mixed Method, and collected data in ajgential manner starting with surveys
and then following up with interviews. The study’s results demonstrated that
frantic organisational downsizing in Zimbabwean transport and logistic
organisations was exacerbated by the economic crisis faced by almost every
sector of the economy. Interestingly, the results of the study suggested a
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p=>(* aitive effect of downsizing on elmy@es’ continuance commitment with
the 'downsized organisation. Howeverpm&negative psychological effects of
frenzied organisational downsizing process were rampantly reported.

Keywords: organisational downsizing, Continuance Commitment,
Explanatory Sequential Mixed Method

JEL Classification: J62 & J81

,QWURGXFWLRQ
2UJDQLVDWLRQDO GRZQVL]LQJ KDV BEHFRP®OGDJDH QV
PRPHQWXP 'RZQVL]LQJ KDV EHFRPH RQN RVMGH\PF
FRPSDQLHV WR EDLO RXW WKHLU EXVLQHVVHV IURP
6LND\HQD OXVKRQJD 8NSHUH 'XH WR XC
HFRQRPLF FOLPDWH LQ WKH 6XE 6DKDVDLQ@ GHPEDE Z
KDYH FDOOHG IRU UDGLFDO RUJDQLVPW LIR®POWRRZ
FROODSVH OXFKHFHKH DEZHDTK XL QH VAP ¥ RPR XKDLWH
VXFFXPEHG WR WKH FXUUHQW UDSLG HERRQ®@RUW
HQYLURQPHQW =LPEDEZH DV D QDWLRQHLYQF BQ UHR
LQYHVWPHQW K\SHULQIODWLRQ OLWXHGUWD & WLQPHk
VHWWOHPHQW V\VWHP 57*6 DQG D U DRBW & HW HIFK\QR-
)DFHG ZLWK WKHVH KDUVK HFRQRPLF OFHR QBGRLON MRLGF
VLWXDWLRQ IUHQ]JLHG RUJDQLVDWLRQDO GRZQVL]L
IDYRXUHG VWU DWWDWWRQWDIWKFRRDRYEMWE FO/ RUJD QL)
IURP WRWDO VKXWGRZQ OXVKRQJD 8NSHUH
+RZHYHU RUJDQLVDWLRQV KDG WR GHD®D ZLW
RUJDQLVDWLRQDO GRZQVL]LQJ VWUDWHPFLIHVP RQW H
2UJDQLVDWLRQDO GRZQVL]LQJ DOVRQLQUQ XHYAHIM R
LQFOXGLQJ LWV SURGXFWLRQ HPSOR R WIDWKD/QB
FRPPLWPHQW &KHQ .DR

2UJDQLVDWLRQDO GRZQVL]LQJ VHHPV HWR I WB UHWEKH
6XSUHPH &RXUW YHUGLFW LQ WKH FDMW RR ANXPD G &
IWG LQ ZKLFK SHUPLWWHG ILUP W RMRWE V'V RLR/W L
OXFKHFKH OXVKRQJD SNWIDHWIH WWF ¥ L WKR.DV | VK
GD\V IROORZLQJ WKH ODQGPDUN UXODR@J HPSBSBRRHILF
ZHUH VHUYHG GLVPLVVDO QRWLFHV R QLW KSUDHHI DRIR
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*LYHQ WKLV RSSRUWXQLW\ W R XUFRNHXQIH\D H b1 QWM
DOPRVW HYHU\ RUJDQLVDWLRQ LQ =LPEPEZWLH®ED
SURFHVV +HQFH HPSOR\HHV ZHUH H[S®MWMHERWR
GLPHQVLRQV Rl HPSOR\HH FRPPLWPHQWP HQ\8 HFM.® O
EH TXHVWLRQHG

5HVHDUFK TXHVWLRQ
‘KDW LV WKH QH[XV EHWZHHQ RUJDQLVBWLRQD
FRQWLQXDQFH FRPPLWPHQW LQ WKHWUPBNSRHW'W D

5HVHDUFK REMHFWLYH

7KH REMHFWLYH RI WKH SDSHU LV WR QLW\DVERQV
GRZQVL]LQJ DQG HPSOR\HHVY FRQWL @X\D QPG PRI M
LQGXVWU\ LQ =LPEDEZH

JLWHUDWXUH 5HYLHZ

2UJDQLVDWLRQDO 'RZQVL]LQJ IURP D KLVWRULFDO

7KH WHUP RUJDQLVDWLRQDO GRZQVL]LWJZKH@ EH
RUJDQL]DWLRQV HPEDUNHG RQ SURPHMVEW URIGNXH I/
WKHLU ZRUNIRUFH -RKQVWRQH 7KBVVLWH ZT
UHGXFWLRQV LQ ZRUNIRUFHV DQG SNKH \B XRMORRPREL
LQGXVWU\ ZLWK )RUG &KU\WOHU DRRR UHHHWIRW PR
DQG KLJK FRVWV Rl SURGXFWLRQ BRPZIHOQ VDIVRDQD
GHFOLQH LQ PDUNHW VKDUH -RKQVWRQWLRQDO
GRZQVL]LQJ ZDV PEXHLOUHNBIOHQW GXH W RS DRIRDF
NQRZQ DV WKH (FRQRPLF 6WUXFWXUDO $GMXVWPHC
RUJDQL]DWLRQV WR UHGXFH WKHLU RRL®|RBRBRIPQ
FKDOOHQJHV .XUHEZD $SSUR[LPDWHREV LQZE
WKH SULYDWH DQG SXEOLF VHFWRUVNGXWIHHQJ WKLV
(633 XVKHUHG LQ D@ DMUIR@IGRUZQOVQ L QK HQF H= WPIEHD
SKHQRPHQRQ FDQ EH WUDFHG EDFN WR WKH Vv

'XULQJ WKH QHZ PLOOHQQLXP WKH JOREDO HFR
DOPRVW HYHU\ RUJDQL]DWLRQ LQ =VVEDEDHEWR WR\
DIORDW ODSLUD 'LWK UHJRtWGV WR RENEDEHE
WKDW WKH JOREDO UHFHVVLRQ IRWAHGA RU3IDEGE]DW.
DGRSW WR FRVW FXUWDLOPHQW PHDWRQUHZHWYEK]
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7KHUHIRUH RUJDQLVDWLRQDO GRZQVL]LQJ EHFDPH
RUJDQLVDWLRQV ,Q WKH VDPH QRWWRKQD L\DKR BMILG
SHUFHQWLOH RI PRUMQWKDQ UH Q GEHULLQP BADKEE HDRF L
GROODU XVHOHVV .XUHEZD 7KHG KPTHULQIC
RUJDQL]DWLRQV WR GRZQVL]H ZKLOSQVRRHS$PNOMWLD
OHWDOORQH *ROG DQG %ULWLVK $PHULGDWEKRIEDFI
RSHUDWLRQV LQ =LPEDEZH OHDYLQJXWUKFEEZDDQGV R
7KH JOREDO HFRQRPLF UHFHVVLRQ ZDV DFFRPSDQL!
LQ =LPEDEZH IROORZLQJ D GLVSXWHG SUHVLGHQW
OXJDEH GHFODUHG KLPVHOI WKH ZLQQHU DQG KHQ
FRQWULEXWHG WR FORVXUH RtaPRUH PXOWLQDWLRQ

,Q OHVV WKDQ ILYH \HDUV DIWHU RUJ®QRQDWLF
GRZQVL]LQJ VSUHH RZLQJ WR WKH RSISBWWXFLIHVV LR
H[FHVV HPSOR\HHVFH. KRN NW ZHDWYERUHPHOMR® D E
WKH 6XSUHPH &RXUW ODQGPDUN UXOILF®J SLHUPLW\VOE
HPSOR\HUV WR WHUPLQDWH FRQWUDFRRQ RODZP S®RY}
WKDW SDUWLHV LQ D FRQWUDFW RF\MP &0 RQRHI@W CAD
GHYHORSPHQW WULJJHUHG D YDULHWILRIJIVWQTLMBJ

=LPEDEZH .XZDQ]D +HQFH WKH 6XWSHRABSEBRARKA
DW WKH PHUF\ RI HPSOR\HUV ZKLOMHDWRR RREUG MWW H
GD\ ODNLQJV 7KH MXGJHPHQW SRY H{P DPOR LW

ZKR VHHN WR FXW GRZQ WKHLU ZRUNIFBRNW EF \DD
HPSOR\PHQW RQ QRWLFH $FFRUGLQ 8 FH®G I8 QNL QXD W
VHW IROORZLQJ WKH HYHQWYV RI \)>®PZDQDHY LWR H
GRZQ WKHLU ZRUNIRUFH ZLWK D UHFRWGE@RRPRUZHk
7KH IUHLJKW VHUYLFH VHFWRU ZDV DOVR KHDYLO\ D

2UJDQLVDWLRQDO 'RZQVL]LQJ DQG &RPPLWPHQW 0

%XLOGLQJ WKLV VWXG\ RQ H[WDQWLOD®E U DWDGH
$OLFLD DQG /XGZLJITV PRGHO RQ GRAQRH QMY J
7KHLU PRGHO JLYHV DQ LQVLJKWIXO FPO®GHUWWNWN Y G
RUJDQLVDWLRQDOLRZGYGLDO DWY B H V KRQ PIIR&HP Y
HPSOR\HH FRPPLWPHQW YDULDWLRQV RQ MREE WHWFXk
JLIXUH EHORZ LOOXVWUDWHYV $OLFGBRZMYG]LQGEZD Q'
HPSOR\HH FRPPLWPHQW
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Source: Alicia and Ludwig (1999)

,Q WKH DERYH PRGHO FRPPLWPHQWHDYHI WDXMVDI
ZKLFK FRUUHODWHY WR ZRUN HIIRIRD WRUOHIBRH \§\
DQG /XGZLJ IXUWKHU VWDWHYVY WIDD/WX R G HIVQ U\DI
HITHFWV RQ HPSOR\HH FRPPLWPHQW ZHKRSERRAHBQVE
LQWHQWLRQV WR OHDYH $OLFLD IRQGWXRBZGUMMQVL
RI FRPPLWPHQW QDPHO\ DIIHFWLYH FRPPLWPHQW [
VWXG\ IRFXVHG RQ H[DPLQLQJ WKH HQUHAWSORNHIR/Z
FRQWLQXDQFH FRPPLWPHQW

&RQWLQXDQFH FRPPLWPHQW
&RQWLQXDQFH FRPPLWPHQW LV RQH RI RMKH PF
RUJDQL]DWLRQDO FRPPLWPHQW ,W W D®HIQQHE R\
HPSOR\HH LQ ORVLQJ SHUVRQDO LQYHNWRHRWRW KH
EHQHILWY LQYHVWHG LQ DQ RUJDQLIPMDL RQ G$OXGHQ
&RQWLQXDQFH FREPHP LWHPHD VD VF DQ F RW\WHEDWV H G
$FFRUGLQJ WR $OOHQ DQG OH\HU U HPGIORWHR R
RSW WR FRQWLQXH ZLWK D GRZQVL]LQJ RUJDQL]DW
SDUW Rl WKHLU LQYHVWPHQW ZLWK V@K FRRWIDINDI
FRPPLWPHQW ,Q WKH VDPH YHLQ $WKBWDFRQ\G L/XX
FRPPLWPHQW XVXDOO\ H[LVWV DPRQJLNPSQR\® HEW RD
W Krigad toFRQWLQXH ZRUNLQJ ZLWK UHODWLYHO\ IHZ R
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,Q WKHLU DQDOYXIGZLYOLFLDREIDB VXUYLYRUV ZLW
DUH XVXDOO\ WKH RQHV ZKR H[KLELWNHRR®NUQX® @F
WKH GRZQVL]HG RUJDQLVDWLRQV NQIRLRKD QF®I® RH
ILQGLQJ DOWHUQDWLYH HPSOR\PHQ\@ FHOFNRERHW P H G
LV GLUHFWO\ LQIOXHQFHG E\ WKH SHUFHLYHG FRV
GRZQVL]LQJ OXVKRQJD $BRBHGHQJ WR 8JFERURI WKH
H[DPSOHV Rl SHUFHLYHG FRVW LQYROWH ORVVRRL
UHODWLRQVKLSV Q& WHKDARR D B8R YXHYG RRFRPHWHQW D

7KHUH LV D JHQHUDO DJUHHPHQW DRRQWYRRQROHDW
RUJDQLVDWLRQDO GRZQVL]LQJ DQG FRP$QLWRHQWQ G

IXGZLJ 8JERUR +RZHYHU R BRAKVP RN H
FROWLQXRXV FRPPLWPHQW LV UHJDQY GH® DWVRL KQ YWR
WXUQRYHU $OOHQ DQG OH\HU 6LPLEDUO\
.RQWRJKLRUHJKHYVY DQG )UDQJRX R EQI® 2H HY(H |

DIIHFWLYH FRPPLWPHQW DQG VWDII DAMUR® YEHWE G
FRQWLQXDQFH FRPPLWPHQW DQG HP SH) REGHRREDWV LL]Q W 3
KDV HITHFWV RQ ERWK LQGLYLGXDOV DQG DQ RUJDQ

5DWLRQDOH IRU 2UJDQLVDWLRQDO 'RZQVL]LQJ
$V DOOXGHG WR HDUOLHU PDQ\ RGHZQWLIWQRQV
FRVW FXWWLQJ VWUDWHJI\ ZKHQ WKH\$FHEIBHGLIQQ FW
&DVFLR RUJDQL]DWLRQV UH G XWH UAHROUNVRIGF W P
FRQWDLQPHQW ODSLUD FRQWHQGNV GAKIDWX QW
HFRQRPLF VLWXDW LIRQW Y AR XSKCIHE IZQUREXPH. @M \DQ B Q
JOREDO FRPSHWLWLRQ WKH\ WHQG WIRH E X W R\PKSHHLW
DGYDQWDJH
,Q =LPEDEZH KRZHYHU WKH FDVH ZRWJDLQILHD WQ R/
WHUPLQDWHG WKHLU HPSOR\HHVY BRQIWWHFHEBW QMR ©
E\ WKH DIRUHPHQWLRQHG 6XSUHPH &RXUW TV MXGJH
=XYD 3HWUROHXP 3YW /WG FDVH QXPEHU 6&
IORRGJDWH RI OD\RIIV DFURVYV D®Q@.VHFWRDWN LLGY L |
.XZDQ]D ,Q VXSSRUW RI| WKH IXDRY B QUHB X R
PHQWLRQHG WKUHH NH\ VRFLDO IDFWRUV W]
GRZQVL]LQJ QDPHO\ FORQLQJ FRQVWUDLQLQJ DQG
OF.LQOH\ =KDR DQG 5 ¥ovistaining DG IDIQ HHUWLRQ RI
RQ RUJDQL]DWLRQV WR FRQIRUP WR LQVWLWXWLRQ
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SROLF\ PDNHUV $FFRUGLQJ WR W KHDVH UUHARRRHQ GL
HQFRXUDJH RUJDQL]DWLRQV WR UH HQUIR@XFWLWRWH C
LV HYLGHQW ZLWK WKH =LPEDEZHD Q ]\DFHLQRIDU/L R XG\X W
VWDIlI VL]JHV FRQIRUPLQJ WR D SUH FHIGRMH W RKHW
-XGJHPHQW RI  -XO\ OXFKHFKH WLRQVWKWURSRU
RIl HPSOR\HHV WR FRQIRUP WR LQVWLUAMXR/LRQD R IV

OF.LQOH\ =KDR DQG 5XlnMg DV DBHH[PHWWLRQ RI S|
RUJDQL]DWLRQV WR LPLWDWH IROORZ \RK DR D\EBD VL (
OHDGHUV DV WKH\ XVXDOO\ VHW DV\DWQGEV WU ANWRLG H
LQVWDQFH FRPSDQLHV OLNH 81, )UHLJBRJLEW)ILF WD
LQGXVWU\ OHDGHUV LQ WKH WUD @EDERUW DQQ/GHO R YN
XQOLNH FRQVWUD LDFVQXD @ KEHH/QKH LYW KRIU © DOR.[IWVGZR O
LV Rl QR YDOXH WR RRODOG] DY FR@EWLQOWY LPEW K WD QX
RUJDQLVDWLRQDO BRH QWE]LQOHNRRKDKO&BROWW D UL O
"-RKQVWRQH D U RAH\D @QVLK D W LIRIY/L @ X \EWD VIN G5 RDQ Y
EXVLQHVV HQYLURQPHQW RI D SDUWLFXODU HUD IR
DV D UHDVRQ IRU GRZQVL]LQJ LQ PDQ\ RUJDQL]DWLR

$FFRUGLQJ WR OF.LQOH\ =k@igep&iesices @Y RO Y H
DFDGHPLF GHYHORSPHQW DQG FRQW LFQOORXV WRIYIHD
GLVFLSOLQH ODSLUD FODLPV WHKD®J\PRIER XGI
RUJDQLVDWLRQDO GRZQVL]LQJ WKHRBEUHD Q IDIBW RD
GRZQVL]LQJ KDV OHJLWLPL]JHG HPSOR\HH UHGXFWL
PRUH DFFHSWDEOH DQG SUDFWLFHG WKDQ EHIRUH

-RKQVWRQH VWQMHN | VKIDQV FIRGSY F IDDWD H K DPUR
OLNHO\ WR UHHQJLQHHU LQ D ELG WR VWD\ DIORD\
FRQILUP WKDW WKHUH LV OLWW O HD R/U REQR @ HIRWIVF
DQG RYHUDOO RUJDQL]DWLRQDO SHUIRORRQIRK Q&D W
FRPSDQLHV ZKLFK KDH3G GHPYSHOR \GIRIAQ ¥ FAURY FPRW 8§ HOJLL R
WKRVH ZLWK D KLVWRU\ Rl GRZQVL]WXD W HYHFWHN L
WHFKQRORJLFDO FKDQJHV JOREDOHRRPS HIMQLGV DRIQV L
LQWHOOLJHQFH IOPRMG\EH RWRBUNVFRRXQWDEOH IRU
GRZQVL]LQJ WUHQGVRKRDPWVWRRH etal ODWISMORFLD DQ
IXGZLJ $NL\HPL *LYHQ WKH DERYH H[SODC
PRUH D VXEMHFW PWR W \LAMX\EHFRPWKH Q DFFHSWDE

RUJDQLVDWLRQDO GRIZRBE\DLQMQ D RRQQ REWMID/GIL M KVH.IRHD
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PRUH NQRZOHGJH DERXW WKH VXEGRE@V LRQ L QuDWF

UDWLRQDOH IRBE.IGRZM\VISKQR TXY¥® UHDVRQV |
RUJDQLVDWLRQDO WRDGVL]LQJ -REKDWKDW WKH |
RUJDQLVDWLRQDO GRZQVL]LQJ KDV RBRQ RIL VKNG H
WKLV VWXG\ LV SUHVHQWHG EHORZ

5HVHDUFK OHWKRGRORJ\

7KLV VWXG\ DGRSWHG D OL[HG OHWKRGHWNVWRUYF
UHVHDUFK SUREOHP DQ H[SODQDWRUADWHHMRHEQ R\HX
30DQR &ODUN DQG ,YDQNRYD GBIOL ® HM G @ H\N\NO
GHVLJQ DV DQ DSSOLFDWLRQ RI E RWHKDIXIXQ R \WHR\C
VHTXHQFH 7KH UHVHDUFK ZDV FRQGMWHWHGSKQVWMYR
LV WKSKDVH FRPSULVHG RI TXDQWLWDWLYW PHWK
IROORZHG E\ UREXVW TXDOLWDWLYH PRREKREM RI HC

,Q WKLV UHJDUG TXDQWLWDWLYH WHKWHHD QB \X/HW
UHVXOWV LQWHJUZDWHKGWKYH FRPBILGWBGN URRBYKEOWD 5+
LQIRUPHG TXHVWLROVKORWHEBE HQF WKMKH TXDOLWDWI
XS WKH TXDQWLWDWLYH GDWD &UKVYYHOWXG\ XWLK
TXDQWLWDWLYH FORVH HQGHG GD WD EF RROHIHFW RR
GHVFULSWLYH DQG LQIHUHQWLDO VIWDWLWWWRLW KK VI
HQGHG GDWD FROOHFWLRQ DQG G DRMRQAMHAQ IVQID@D DA
$ VDPSOH VL]H RI UHVSRQGHQW\SEDVHXVAKE QR WV
TXDOLWDWLYH SKDVH ZDV FRPSULVIS®R\RIYHQ\HVISEBI
IURP WKH SDUWLFLSP@QOWWKIK SKDNBDHRKHS DWRPL FAL K
WUDQVSRUW DQG WRRERDWWLREV +RUDNGLVBHVEDEEKH L
HPSOR\HG D PL[HG PHWKRG VDPSOLQJ WHFKQLTXH
VDPSOLQJ LV GHILQHG E\ 'H&XLU *XQE\GD ® B WKRKXW
VDPSOLQJ WHFKQLTXH WKDW LQYROYWYFXSDQWW %X
SDUWLFLSDVWYS®&DIVH WKXDQWLWDWLYH W IKOWRH SD
TXDOLWDWLYH RI WKH VDPH VWXG\ 7KLV WHFKQL
H[SORUH LQGLYLGXDO H[SHULHQFHV R URW}DQLRAKH
DGKHUHG WR WKH 8QLYHUVLW\ RI -RKBORFHNEXUBY
WKURXJKRXW WKH UHVHDUFK SURFHVV

'DWD LQWHJUDWLRQ WHFKQLTXHV ZRWHK XXBGWLRVE
DQG TXDOLWDWLYH UHVXOWY 7R HIIHFWLYHO\ GHP
UHVHDU F K HiArrBti@eRagpho e MQj@ntM@isplay approach WR UHSRUW



,VVXH

VWXG\TV ILQGLQJV $ QDUUDWLYH BB SDRLRKQMWQ RR @
TXDQWLWDWLYH DQG TXDOLWDWLYH ILQGLQJV LQ
VHSDUDWHO\ LQ WKH VDPH GRFXPHQnt displdys/ ZHO O
LQYROYH XVLQJ YLVXDOV VXFK DVXYWDBKW K FIOOCDUWWL
DQ