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Journal of Modern Management Shinawatra University is a quarterly academic

journal that serves as a platform for the dissemination of academic works and research
across various fields in the humanities and social sciences, with a focus on business
administration and management. Here are some key points about the journal:

1.

Publication Frequency: The journal publishes four issues per year, with each
issue covering a specific three-month period. The schedule is as follows:
o Issue 1: January - March
o Issue 2: April - June
o Issue 3: July - September
o Issue 4: October - December
Target Audience: The journal is intended to support and promote academic work
and research by a wide range of contributors, including faculty, academics,
researchers, students, and the general public.
Scope: The journal accepts academic work and research articles from various fields
within the humanities and social sciences, including but not limited to:
Business Administration and Management
Public Administration
Communication Arts
Journalism
Economics
History
Law
Sociology
Linguistics
Education
o Social and Community Development
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4. Editorial Process: The editorial department follows a structured process for

creating each journal issue. This process typically includes the following steps:

o Article Submission: Articles are received from contributors, which may
include faculty members, graduate students, and other researchers.

o Editorial Screening: The editorial team reviews the submitted articles to
ensure they meet the journal's criteria and guidelines.

o Peer Review: Experts in each respective field are selected to conduct a peer
review of the articles. Peer review is a critical step in maintaining the
academic quality and integrity of the journal.
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o Certification: Articles that pass the peer review process are considered
for publication. Certification is an important criterion for article selection.
5. Platform for Graduate Students: One of the significant objectives of the journal
is to provide a platform for graduate students to publish their research results. This
serves as a standard criterion for graduation requests, allowing students to showcase
their academic work and contribute to the journal’s focus on business and
management fields.

In summary, Journal of Modern Management, Shinawatra University is dedicated to
advancing academic research and facilitating the publication of scholarly works across a
wide range of fields, with a particular emphasis on business administration, management,
and related disciplines. It is a valuable resource for academics, researchers, students, and
the broader academic community.
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Editorial

Journal of Modern Management Year 3, Issue 1 This year, the editorial team has
selected interesting articles from academics, researchers, and students, through
consideration by qualified experts with expertise, to present 4 interesting topics.

In addition to the commitment to selecting articles that are useful for academics
and research, the editorial team of Journal of Modern Management is also aware of
promoting the use of research more widely, as well as focusing on developing and
improving the quality of the journal to be reliable and accepted in the academic circle, in
order to expand knowledge to society and be a part in creating academic strength in media
and communication.
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Abstract

This research article aimed to study the factors affecting the selection to study at
the higher vocational certificate level in Phrae Vocational College. The study employed a
quantitative research approach. The sample group consisted of 184 first-year students
enrolled in the Higher Vocational Certificate program at Phrae Vocational College. The
sample was selected using stratified sampling. The research instrument was a
questionnaire, and the data were analyzed using descriptive statistics, including percentage,
mean, and standard deviation..

The results revealed that the overall the factors affecting the selection to study at
the higher vocational certificate level in Phrae Vocational College were at a high level.
When considering each aspect, the curriculum and instructional management had the
highest mean score, followed by the quality of instructors, educational expenses, the image
of the institution, and public relations, respectively. These findings indicate that students
place significant importance on the quality of educational management, the expertise of
instructors, and the appropriateness of educational expenses. Based on these findings, the
college should focus on developing and modernizing its curriculum to meet labor market
demands, promoting instructional methods that emphasize practical skills, enhancing
instructors’ abilities in utilizing educational technology effectively, implementing financial
assistance measures, and conducting diverse and widespread public relations efforts. These
actions will help build awareness and a positive image of the institution, which will directly
influence students' decisions to pursue further education at the Higher Vocational
Certificate level at Phrae Vocational College.

Keywords: Factors Affecting Decision Making, Selection to Study, Higher Vocational
Certificate, Phrae Vocational College.
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Abstract:

The objective of this research was to study the current problems and needs for
students screening, and to develop an individual student screening model for opportunity
expansion schools under the Office of Sisaket Primary Educational Service Area 1. This
study employed a Research and Development (R&D) design, divided into two phases:
Phase 1 —identifying problems and needs, and Phase 2 — developing an individual student
screening model. The sample consisted of 30 teachers responsible for student support
systems, selected through multi-stage sampling. The research tool was a questionnaire
on individual student screening practices. Data were analyzed using mean and standard
deviation. The research findings were as follows. 1. The overall implementation
of individual student screening was at a moderate level across four aspects: planning
(x = 3.34), implementation (X = 3.37), monitoring and evaluation (X = 3.32), and
knowledge and understanding of responsible personnel (X = 2.64). It was found that
the understanding of types of screening tools was at a low level (X =2.40). 2. The outcome
of the model development was the "I-STEP Model," which consists of five steps:
Investigate, Structure, Training, Evaluate, and Progress.

Keywords: Individual Student Screening, Opportunity Expansion Schools, Student
Support System
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Abstract

This study explored the challenges encountered by Local Government Units
(LGUs) in the National Capital Region, specifically in Valenzuela City, Manila City, and
Quezon City, as they strived to transform public service delivery through e-government
initiatives. The primary objective was to identify and analyze the obstacles that hindered
LGUs in effectively adopting and utilizing ICT solutions. The study categorized these
challenges into political, organizational, technological, and social dimensions. The study
also aimed to explore the correlation between the digital capability of LGUs and their
adoption of e- government and the challenges faced in service delivery. To achieve these
goals, a comprehensive mixed-methods approach was employed, including surveys and
interviews with LGU respondents.

In the political dimension, limited budgets, legal gaps, resistance to change, and
leadership issues were identified as obstacles to e-government implementation.
Organizational challenges included coordination among departments, change
management, and the need to enhance technical capacity. Technological challenges
encompassed issues such as inadequate infrastructure, security vulnerabilities, lack of
interoperability, and skills gaps. Social challenges involved addressing the digital divide,
promoting digital literacy, overcoming cultural barriers, and addressing privacy concerns.

To address these challenges, the study proposed methodologies aligned with the
identified dimensions. These methodologies emphasized the importance of improving
budget allocation, updating the legal and regulatory framework to support e-government
initiatives, enhancing technological infrastructure, mitigating security and privacy
concerns, promoting interoperability, providing training and capacity-building programs,
bridging the digital divide, fostering change management strategies, and raising public
awareness.

Keywords: E-Governance, Public Service Delivery, ICT in Local Government

(32-56)



Journal of Modern Management Vol. 3 No. 4 (October - December 2025)

Introduction

The integration of Information and Communication Technology (ICT) into
government operations has become a cornerstone of modern public administration,
enabling transformative shifts in service delivery, transparency, and citizen engagement.
As governments worldwide strive to modernize their systems, e-governance emerges not
merely as a technological upgrade but as a paradigm shift in how public institutions interact
with citizens, businesses, and other government entities (Heeks, 2006; UNDESA, 2022).

E-governance is increasingly viewed as a unified platform where government-held
data is secured, standardized, and interoperable. This transformation involves eliminating
redundant applications, enforcing shared frameworks, and guiding application providers
toward cohesive digital service design (OECD, 2017). It also entails a shift from manual,
agency-centric operations to ICT-enabled, citizen-centric systems that track workflows,
responsibilities, and outcomes (World Bank, 2016).

The rationale behind e-government lies in the adoption, diffusion, and utilization
of ICT to revolutionize public service delivery (OECD, 2003, as cited in Attour &
Chaupain-Guillot, 2020). Despite its promise, many governments face persistent
challenges in ICT diffusion, including institutional inertia, resource constraints, and
uneven digital literacy (Weerakkody et al., 2010; Gil-Garcia & Helbig, 2006). To address
these complexities, this study is anchored in Everett Rogers’ Diffusion of Innovation (DOI)
Theory, which elucidates how innovations spread through social systems over time
(Rogers, 2003; Algahtani & Wamba, 2012).

DOI theory is widely recognized for its applicability in assessing ICT adoption
within organizational contexts. It identifies key factors—relative advantage, compatibility,
complexity, trialability, and observability—that influence the rate and success of
innovation adoption (Rogers, 2003; Zhang et al., 2014). In the context of e-governance,
these factors help explain why certain LGUs embrace digital transformation more readily
than others.

This study investigates the adoption of e-governance in selected LGUs within the
Philippine National Capital Region—specifically Quezon City, Valenzuela City, and
Manila City—during the years 2020 to 2022. These cities were chosen based on their
recognition in the Digital Governance Awards, signaling a baseline commitment to digital
innovation.

The study aims to assess the current digital governance capability of these LGUs
using the United Nations Public Administration Network’s (UNPAN) Digital Government
Capability Assessment (DGCA) framework. This framework revolves and utilizes six core
dimensions: Leadership (vision, policy, data stewardship); Strategy (integration,
interoperability, data-driven planning); Governance (citizen engagement, partnerships,
organizational alignment); Legal Aspects (regulatory compliance, procurement policies);
Technical Infrastructure (cybersecurity, service platforms, user access); Workforce
Development (capacity building, digital skills training)
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In addition to capability assessment, the study explores the challenges faced by
LGUs in adopting ICT, categorized into four thematic domains: political, technological,
organizational, and social (Weerakkody et al., 2010; Ndou, 2004). These dimensions are
critical in understanding the barriers to effective digital transformation and in formulating
responsive strategies.

By examining the relationship between digital capability and ICT adoption, as well
as the perceived challenges in service delivery, this research contributes to the broader
discourse on public sector innovation. It offers insights into how LGUs can leverage their
digital strengths to overcome systemic constraints and enhance public service outcomes.

Framework and Paradigms

Public administration is a scholarly discipline that encompasses the study of
diffusion research, which focuses on the process by which innovation is communicated to
individuals within a social system over a period through specific channels. This notion also
pertains to the progression of a novel technological concept, object, or procedure from its
inception to its implementation (Makovhololo et al., 2017). The concept of the Diffusion
of Innovation encompasses four distinct components, namely innovation, communication
channels, time, and social system (as depicted in Figure 1). The concept of innovation can
be understood as the adoption of alternative units by an individual, and it can be
distinguished by its relative advantage, compatibility, complexity, trialability, and
observability (Rogers, 1995, as quoted in Mbatha et al., 2011).

Innovation also intends to reduce ambiguity in the cause-and-effect connection that
is involved in reaching the intended outcome. Meanwhile, communication channels are
how messages or information are transmitted from one person to another. These may
include the mass media or interpersonal connections and can be characterized depending
on the degree of homophily and heterophily. Homophily factor implies the common
characteristics of two persons in terms of their views, education, or socioeconomic status;
the opposite of heterophily, on the other hand, indicates the disparities among them such
as their location, access to resources, and so forth (Ashcraft, 2021).
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Figure 1. Elements of Diffusion of an Innovation

Another crucial factor to consider is the temporal dimension, which encompasses
the duration of the innovation process as it progresses through the innovation-decision
process, as well as the extent and speed at which the innovation is adopted within a given
social system. The innovation-decision process encompasses several stages, namely
knowledge or awareness, interest or persuasion, options and evaluation, implementation or
execution, and final assessment of adaption or confirmation. These stages are instrumental
in determining the level of acceptance within the social system, which can be classified
into distinct categories such as innovators, early adopters, early and late majority, and
laggards (Ashcraft, 2021). Lastly, the members of the social system, more likely the end
users and potential beneficiaries of the innovation, are the interconnected entities that work
together to formulate and accomplish the same purpose and are mostly distinct from one
another. For the most part, the social system’s structure influences the flow and course of
the dissemination of information (Ashcraft, 2021).
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Figure 2. Diffusion of Innovation Theory

In a nutshell, the Diffusion of Innovation (DOI) Theory is anticipated to provide
the fundamental framework for comprehensively assessing the present state of e-
governance in the chosen Local Government Units within the National Capital Region. The
goal of this study, which uses DOI theory, is to pinpoint the crucial elements that might
have a big influence on how e-government is implemented. These elements include the
criteria outlined by the United Nations Public Administration Network (2021) to assess the
capabilities of digital government, such as leadership, strategy, governance, legal concerns,
technology, and professional and workforce development. Governments may find these
depictions in the Development Governance Composite Assessment of United Nations
Development Programme (DGCA-UNDP) helpful in figuring out challenges and entry
points for policies. Therefore, in this study, the digital government capability of the LGUs
will serve as an independent variable.

Furthermore, the study sought to examine the relationship between the cities'
positions in the criteria of DGCA and two key aspects. Firstly, the study sought to
understand how the current position of the Local Government Unit in the DGCA criteria
influences the adoption and utilization of ICT initiatives in public service delivery. By
analyzing survey data and conducting statistical analyses, the study aimed to identify
patterns and trends in the adoption of ICT initiatives among the respondent cities. This
analysis will shed light on how the LGUs' digital governance capabilities, as measured by
the DGCA, impact the extent to which employees involved in public service delivery adopt
and use ICT initiatives.
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In addition, the study aimed to explore how the LGUs' positions in the DGCA
criteria affect the perceived challenges faced by the cities in their efforts to effectively
deliver public services. Through the analysis of survey responses and their comparison
with the DGCA scores, the study sought to identify potential correlations or associations
between the LGUs' digital governance capabilities and the challenges they encounter in
their facilitation of public service delivery. This examination will provide insights into how
the strengths and weaknesses of the LGUs' digital governance capabilities may influence
the difficulties they face in delivering public services efficiently.

Information and communication technology are employed by the government to
enhance the efficiency of government operations, foster greater public engagement, and
facilitate the provision of electronic services (e- services). The involvement of individuals
is crucial for the efficacy of electronic government initiatives. The utilization of e-
government services by citizens is observed, however government involvement in such
initiatives remains constrained, hence resulting in the failure of e-government endeavors.

Literature Review
Fundamentals of E-Government

E-government refers to the strategic use of Information and Communication
Technologies (ICTs) by government institutions to enhance internal operations, engage
stakeholders, and deliver public services more efficiently (UNDESA, 2014; OECD, 2017;
World Bank, 2019). It encompasses the digital transformation of traditional bureaucratic
processes, aiming to improve transparency, responsiveness, and accessibility (ITU, 2015;
European Commission, 2016).

The integration of digital technologies—such as cloud computing, mobile
applications, and big data analytics—has revolutionized governance by enabling real-time
service delivery, predictive policy modeling, and participatory decision-making (Janssen
& Estevez, 2013; Scholl, 2010). E-government initiatives also support open government
principles, fostering citizen trust through accountability and inclusive governance
(UNPAN, 2021; Bertot, Jaeger & Grimes, 2010).

Pillars of E-Government

E-government is built upon four foundational pillars: Leadership: Strategic vision
and policy direction are essential for sustained digital transformation (OECD, 2017,
UNDESA, 2022); Governance/Administration: Requires legal reforms, institutional
restructuring, and policy alignment (Heeks, 2006); Integration/Collaboration: Promotes
cross-sectoral partnerships among government, academia, and private entities (Gil-Garcia,
2012); Technology/Infrastructure: Involves robust ICT systems, cybersecurity protocols,
and interoperability standards (Krimmer et al., 2020).
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These pillars collectively enable governments to reengineer processes and deliver
services that are citizen-centric, efficient, and resilient.

Interactions in E-Government
E-government operates through four key interaction models:

e G2C (Government-to-Citizen): Enhances service delivery and civic engagement
(Layne & Lee, 2001).

e G2B (Government-to-Business): Streamlines regulatory compliance and fosters
economic development (Ndou, 2004).

e G2G (Government-to-Government): Facilitates inter-agency coordination and
data sharing (Moon, 2002).

e G2E (Government-to-Employee): Improves HR management and internal
communication (Al-Shafi & Weerakkody, 2009).

These models reflect the multidimensional nature of digital governance and its potential
to transform public administration holistically.

Diffusion of Innovation Theory and E-Government Adoption

Everett Rogers’ Diffusion of Innovation (DOI) Theory provides a robust
framework for understanding how new technologies are adopted across social systems
(Rogers, 2003). The theory categorizes adopters into five groups—innovators, early
adopters, early majority, late majority, and laggards—and outlines five stages of adoption:
knowledge, persuasion, decision, implementation, and confirmation (Zhang et al., 2014).

DOI has been widely applied to e-government research, helping explain adoption
patterns, barriers, and success factors (Carter & Bélanger, 2005; Algahtani & Wamba,
2012). Key determinants of adoption include:

o Relative Advantage: Perceived benefits over existing systems.
o Compatibility: Alignment with existing values and practices.

o Complexity: Ease of use and understanding.

o Trialability: Opportunities for experimentation.

e Observability: Visibility of outcomes and benefits.

These factors influence the rate and extent of ICT adoption in public sector organizations.
E-Government and Public Administration
The rise of e-governance marks a paradigmatic shift in public administration,

moving from traditional bureaucratic models to more agile, citizen-focused frameworks
(Ikeanyibe, Ori & Okoye, 2017). This evolution reflects broader transitions from the
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Politics-Administration Dichotomy to New Public Management (NPM) and now toward
digital governance paradigms (Osborne, 2006).

ICTs have enabled governments to:
o Improve data management and analytics (Roy, 2017).
o Enhance transparency and reduce corruption (Bertot et al., 2010).

o Foster participatory governance and co-creation of services (Nam, 2012).

At the local level, digital platforms have become essential tools for service delivery,
trust-building, and civic engagement (Sayimer, 2015; Misuraca & Viscusi, 2015).

Challenges in E-Governance Adoption

Despite its potential, e-governance in the Philippines faces multifaceted challenges:

Theme Key Issues
Political Budget constraints, corruption, resistance to change, weak leadership (PhilStar,
2022; Transparency International, 2020)
Oreanizational Limited ICT skills, poor inter-agency coordination, lack of R&D investment
& (UNDP, 2020; House of Representatives, 2022)
Technolosical Slow internet, inadequate infrastructure, cybersecurity risks (Speedtest Global
B Index, 2023; PSA, 2022)
Social Digital divide, low digital literacy, regional disparities (NDCC, 2020; Open

Government Asia, 2022)

Addressing these barriers requires a comprehensive strategy involving policy
reform, capacity building, infrastructure investment, and inclusive digital literacy programs
(Weerakkody et al., 2010; Bannister & Connolly, 2012).

Methods

This study employed a descriptive research design to explore the digital governance
capabilities of cities that received National Digital Governance Awards. The selected
cities—Quezon City, Valenzuela City, and Manila—were chosen based on their proven
commitment to e-governance, ensuring that the study focused on local government units
(LGUs) with established digital initiatives.
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The research targeted individuals who played key roles in implementing e-
governance within the three cities. A total of eleven respondents participated: three each
from Quezon City and Valenzuela City, and five from Manila. These individuals possessed
substantial expertise in digital governance, offering critical insights into both the successes
and challenges of ICT adoption in public service.

Data collection involved survey instruments distributed to the selected respondents;
and supplemental interviews conducted with senior IT department officials to uncover
specific challenges and operational insights.

The qualitative data from interviews were analyzed using thematic analysis, which
allowed the researchers to identify recurring patterns and themes. This method provided a
nuanced understanding of the complexities involved in transforming public service
delivery through digital means.

The study aimed to assess how the digital governance capability of a Local
Government Unit (LGUs), as measured by the United Nations Public Administration
Network (UNPAN) Digital Government Capability Assessment, influenced the adoption
and use of ICT by public service employees and; examine how the LGU’s standing in the
Development Governance Composite Assessment (DGCA) correlated with the challenges
they faced in delivering services effectively.

By achieving these objectives, the research sought to generate actionable insights
for improving ICT adoption and overcoming barriers in public service transformation.

Results and Discussion

After collecting, classifying and analyzing data, the following premises came out:
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Table 1. Digital Governance Awards E-Government Initiatives Lists

Manila Valenzuela Quezon City

2020

3S Plus Valenzuela City

- - st
Go! Manila App — 2 Place (G2C) Online Services — 1% Place

(G2B)/ Huawel_Spem_aI Intelligent, Resilient, and

Award for Best in Business Integrated Systems for the

Empowerment Urban Population (iRISE UP) — 2
Place (G2G)

Occupational Permit and Health ValTrace app - Best in
Certificate Integrated System COVID-19 Pandemic
(OPHCis) — 2™ Place (G2l) Response

2021

COVID-19 Testing Center Web

Lab Information System — 1 Automated Inspection Audit

System — 2" Place (G2C)

Place (G2G)
Valenzuela Live Online
Connection for Inclusion — ‘]St Stream School — 3rd Place . .
Place (G2C) (G2C) Intelligent, Resilient, and
Integrated Systems for the
Business Permit Licensing Urban Population (iRISE UP) of
Service (BPLS) — 2" Place (G2B) QCDRRMO - 3" Place (G2G)

2022

QC eServices — 3 Place (G2C)
Digitalizing Cold Chain
Principle: (Dickson-One
Software) Ensuring Vaccine
Safety — 15t Place (G2l)

QC Delivers: Automated
Document Delivery System — 1¢t
Place (G2B) / Transformational
and Disruptive Solutions special
citation

QC Biz Easy: Online Unified
Go! BPLS! — 2" Place (G2B) Business Permit Application
System — 2™ Place (G2G)

In the contemporary era, cities across the globe have embarked on a significant
journey towards digital transformation, aiming to optimize service delivery, enhance
citizen engagement, and streamline administrative processes. As a result, numerous
ground-breaking e-government initiatives emerged, garnering widespread recognition and
acclaim for their transformative impact. In this context, we delve into the distinguished e-
government endeavors undertaken by Manila City, Quezon City, and Valenzuela City,
which earned commendation and accolades for their exceptional contributions to the realm
of digital governance. Thus, Table 1 indicates the summary of citations of the respondent-
LGUs in the context of E-Governance and ICT.
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Table 2. Digital Capability of Local Government Units across Various Dimensions

Vision 4.25 4.75 4.25
Leadership Policy 4.25 4.50 3.75
Data 4.00 4.67 3.33
Average Score 4.2 4.6 3.8
General 4.50 4.75 4.13
Integration and Interoperability 4.33 4.67 4.00
Strategy
Data 4.50 4.25 4.00
Average Score 45 4.6 41
General 3.67 4.83 3.83
Citizen and Business 4.20 4.60 4.00
Governance Partnership 3.00 4.00 3.00
Data 267 5.00 3.33
Organization 4.00 4.25 3.00
Average Score 3.7 4.6 3.6
Laws and Regulations 3.40 4.80 3.60
Legal Policies and Procedures 3.79 4.50 3.86
Data and Procurement 3.67 4.67 3.67
Average Score 3.7 4.7 3.7
General 3.75 5.00 3.75
Citizen and Business 4.20 5.00 4.20
Technology Public Servants 3.67 5.00 3.67
Cybersecurity 3.00 411 3.33
Average Score 35 4.6 37
Professional and Capacity Development 3.67 422 2.78
Workforce
Development Average Score 3.7 42 238

Table 2 reflects the assessment of the digital governance capabilities of Manila
City, Quezon City, and Valenzuela City, revealing distinct levels of performance in various
dimensions such as leadership, strategy, governance, legal frameworks, technology, and
professional development. Each city demonstrated unique strengths and areas for
improvement in their digital governance initiatives. By evaluating these dimensions, a
comprehensive understanding of the digital governance landscape in these cities was
obtained, providing insights into their efforts to drive digital transformation and deliver
efficient and effective digital government services. The assessment provided valuable
information on the strengths and weaknesses of each city's digital governance practices,
allowing for targeted interventions and improvements in specific areas.
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The survey results of the Digital Government Capability Assessment conducted in
Manila City, Quezon City, and Valenzuela City provide a comprehensive overview of the
strengths and areas for improvement in each city's digital government capabilities, as
defined by the United Nations Public Administration Network (UNPAN)).

The literature described the foundations of e-government, including leadership,
governance/administration, integration/collaboration, and technology/infrastructure. These
foundations were observed to varying degrees in the localities of Manila City, Quezon City,
and Valenzuela City. According to the survey results, all three cities demonstrated
leadership in their digital government initiatives. Manila City received the highest rating,
indicating strong leadership with a clear vision, well-defined policies, and effective data
management. Quezon City and Valenzuela City also showed some level of leadership but
had room for improvement. The presence of governance structures and practices could be
seen in all three localities, with Manila City receiving high ratings, indicating effective
governance structures and practices. However, Quezon City and Valenzuela City showed
gaps in governance structures, particularly in areas such as citizen and business
engagement, partnership development, and data and organizational governance. The
concept of integration and collaboration was recognized in the assessed localities, with
efforts made to foster partnerships and collaborations with different sectors. However,
there was still room for improvement in terms of integration and collaboration. In terms of
technology and infrastructure, the localities embraced digital technologies to varying
degrees. Manila City demonstrated a proactive approach in this area, while Quezon City
and Valenzuela City faced some challenges but showed potential for improvement.
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Table 3. Key Challenges Impeding ICT Adoption and Digital Transformation
in Local Government Units

DIMENSION CHALLENGES VALENZUELA MANILA QUEZON
CITY CITY CITY
Limited Budget
Legal and Regulatory )
~
Political Challenges Framework
Resistance to Change
Political Will and Leadership
Technological Infrastructure
Security and Privacy
v v v
Technological Challenges ~ Concemns =2 = 2
Interoperability X
Technical Skills and Capacity V4
Limited Budget
Change Management X
Resistance to Change
Lack of coordination and
Organizational Challenges collaboration among different
government departments and X X
agencies
Inefficient legacy systems
and outdated infrastructure X X
Technical Skills and Capacity Y4
Digital Divide
Resistance to Change
Insufficient digital literacy and
technical skills among the X X
Social Challenges population
Cultural and mindset barriers
to embracing digital X X
technologies
Privacy concerns and data % %

protection issues

Table 3 summarizes the challenges encountered by each LGU in the adoption of E-
Governance in terms of political, technological, organizational and social dimensions. The
table was drawn from the thematic codes of various resource persons who participated in
the interview.
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The political challenges faced by Valenzuela City, Manila City, and Quezon City
exhibit commonalities and variations. Limited budgets pose a significant obstacle to all
three cities, restricting their capacity to implement development projects and deliver
essential services. Inadequate revenue sources, competing priorities, and economic
fluctuations contribute to this challenge. However, the severity of the budget constraint
differs based on factors such as population size and economic conditions. Larger
populations and weaker economic conditions can strain resources more significantly,
impeding service delivery and development initiatives.

In the context of technological infrastructure, all three cities face challenges that
impede the effective implementation of digital solutions and services. These challenges
may include limited connectivity, outdated network infrastructure, or inadequate hardware
resources. However, the specific nature and severity of these infrastructure challenges may
vary between the cities, requiring tailored approaches for improvement.

In terms of organizational challenges, all of the respondent-LGUs share a similar
sentiment, but they also have notable differences. One common challenge among these
cities is a limited budget, which hampers their ability to implement new initiatives, upgrade
infrastructure, and improve services. Additionally, all three cities face resistance to change,
indicating that some stakeholders within the organizations may be hesitant or resistant to
adopting new practices or policies.

As for social challenges, the City of Valenzuela is experiencing greater issues and
circumstances as compared to the LGUs of Manila and Quezon City.

Table 4. Digital Governance Capability Assessment Scores

Digital Governance Capability Assessment Scores

Manila City 4.6
Valenzuela City 3.6
Quezon City 3.8

The digital capability scores of local government units (LGUs) represented the level
of digital capability or readiness of each LGU. This could be seen as an indicator of their
position in the adoption curve proposed by Rogers' theory (Ashcraft, 2021). LGUs with
higher digital capability scores could be considered as early adopters or early majority,
indicating that they were more willing to adopt and utilize ICT initiatives for public service
delivery.

However, the figures indicated in Table 4 represent the mere current state of E-

Governance capability but are not projective nor predictive implying the contingencies of
other factors and externalities surrounding the said subject matter.
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Ergo, from the quantitative and qualitative inputs, it can be surmised that:

-The National Government-Recognized LGU E-Government Initiatives in the
Philippines have had a positive impact on local governance and service delivery, improving
efficiency, transparency, and citizen engagement.

-The digital capability assessment of Manila City, Quezon City, and Valenzuela
City revealed strengths and areas for improvement in various dimensions of digital
governance, indicating progress in their digital transformation efforts.

-Local Government Units in Manila City, Quezon City, and Valenzuela City faced
challenges in the political, technological, organizational, and social domains that need to
be addressed for successful e-government implementation and improved public service
delivery.

From what has been drawn, E-Governance and full realization of ICT in LGUs can

be hasten with the adoption of prospective methodologies and interventions as implied by
the resource persons who took part on the interview phase of this paper.

Table 5. Prospective Methodologies in Overcoming Challenges in E-Governance

Issues
Intervention / Targetedto  Personnel in
STEP Activity be Agdressed Charge Methodology
A cross-
Limited Budget functional team e Conducta
(Political and involving comprehensive
Organizationa  representatives assessment of the
Assess the Current ), . from relevant f:urrent ICT
Situation and Technological  government infrastructure, s.ystems,
1 Identify Priorities Infrastructure depa.nrlnents, IT and processes in place
(Technologica  specialists, and in each city.
1), Digital external ¢ Identify the key
Divide (Social) consultants for challenges and prioritize
assessment and them based on their
priority impact and urgency.
identification.
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Limited Budget
Allocate Sufficient  (political &
Budget and Organizationa I)
Resources

Establish a Legal | ¢gaf and

and Regulatory Regulatory

Framework Framework
(Political)

Enhance Political  Rgsistance to
Will and Leadership Change

(Political)
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Budget and
Finance
Department, in
coordination with
relevant
government
officials and
departments.

Legal and
Regulatory Affairs
Department, in
collaboration with
legal experts and
policymakers.

Top-level
government
officials,
policymakers, and
change
management
experts.

Ensure that an adequate
budget is allocated to
address the ICT
adoption challenges.
Allocate resources,
including funds, skilled
personnel, and
necessary equipment, to
implement the solutions
effectively.

Review existing laws
and regulations related
to e-government and
identify any gaps or
areas that need
updating.

Develop and implement
a clear legal and
regulatory framework
that supports the
implementation of ICT in
public service delivery
while ensuring security
and privacy.

Engage and involve
political leaders and
decision-makers to
prioritize ICT adoption
and ensure their active
support.

Create awareness
among political leaders
about the benefits of ICT
in public service delivery
and its potential to
improve governance.
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Improve
Technological
Infrastructure

Address Security
and Privacy
Concerns

Enhance
Interoperability

Technological
Infrastructure

IT Department, in
collaboration with
infrastructure

(Technologica ) providers and

technology
experts.

Security and

Privacy
Concerns

(Technologica

), Privacy

concerns, and
data protection
issues (Social)

IT Department,
Data Protection
Officer, Security
and Privacy
Experts.

Interoperabilit y
(Technologica

1), Lack of
coordination
and

collaboration
among different

government

departments

IT Department,
Interdepartment al
Coordination
Committee.

and agencies
(Organization

al)
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Assess the existing
technological
infrastructure and
identify areas that
require improvement,
such as broadband
connectivity and
communication
networks.

Develop a plan to
upgrade and enhance
the technological
infrastructure to
support efficient and
effective ICT adoption.

Develop and implement
robust security
measures to protect
sensitive data and
ensure the integrity and
confidentiality of e-
government systems
and services.

Establish clear privacy
policies and guidelines
to address citizen
concerns and build trust
in the use of ICT in
public service delivery.

Develop a roadmap for
achieving
interoperability among
different government
systems and platforms.
Foster collaboration and
coordination among
government
departments and
agencies to ensure
seamless delivery of
services and data
sharing.
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9

10

Provide Training
and Capacity
Building

Bridge the Digital
Divide

Promote Change
Management and
Awareness

Technical Skills
and Capacity
(Technologica
1), Technical
Skills and
Capacity
(Organization
al), Insufficient
digital literacy
and technical
skills among
the population
(Social)

Digital Divide
(Social)

Resistance to
Change
(Political &
Organizationa
), Resistance to
Change
(Social),
Cultural and
mindset barriers
towards
embracing
digital
technologies
(Social)

Human
Resources
Department,
Training and
Development
Specialists, IT
Department, and
partnerships with
educational
institutions and
training providers.

IT Department,
Telecommunicat
ions Providers,
Partnerships with
NGOs and
community
organizations.

Change
Management
Team,
Communication
and Public
Relations
Department,
Community
Engagement
Specialists.
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Conduct training
programs to enhance
the technical skills and
capacity of government
employees in ICT
adoption and usage.
Develop initiatives to
promote digital literacy
among the population,
ensuring that citizens
have the necessary
skills to access and
utilize e-government
services.

Develop strategies to
address the digital
divide and ensure equal
access to technology
and reliable internet
connectivity, particularly
in underserved areas.
Implement initiatives to
provide digital
infrastructure and
support to marginalized
sectors and rural areas.

Develop a change
management plan to
address resistance to
change among
government employees
and citizens.

Conduct awareness
campaigns to educate
stakeholders about the
benefits and importance
of ICT adoption in public
service delivery.
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Project ¢ Regularly monitor and
Management evaluate the progress of
This step Office, Monitoring ICT adoption initiatives
involves and Evaluation and assess their impact
Monitor and assessing Team, Cross- on public service
1 Evaluate Progress progress and functional team delivery.
making involving relevant o Make necessary
necessary stakeholders. adjustments and
adjustments. improvements based on
feedback and lessons
learned.

These proposed methodologies, as presented in Table 5, provide comprehensive
and systematic approaches to address the constraints and challenges encountered in the
utilization of information and communication technology in public service delivery. The
methodologies underscored the significance of conducting thorough assessment of the
current situation and identifying priorities to effectively allocate budget and resources.

Prioritizing the enhancement of technological infrastructure, the mitigation of
security and privacy concerns, and the promotion of interoperability among government
systems, the methodologies acknowledged the necessity of providing training and capacity
building initiatives to empower government employees and citizens in utilizing ICT
proficiently. Additionally, bridging the digital divide and fostering change management
and awareness were highlighted to address resistance and promote inclusivity.

Recognizing stakeholder engagement and consultation as crucial throughout the
ICT implementation process, the methodologies encouraged collaboration between
government agencies, private sector entities, and academic institutions to foster innovation
and leverage expertise. Furthermore, the methodologies stressed the importance of
ensuring accessibility and catering to diverse user groups, including individuals with
disabilities and marginalized communities. Universal design principles and assistive
technologies were recommended to make ICT services and platforms accessible to all. The
methodologies underscored the significance of monitoring and evaluating progress
regularly to facilitate necessary adjustments and improvements. They also highlighted the
importance of continuous research and development in ICT, as well as fostering a culture
of learning and adaptation within government organizations.

Conclusion
Drawing from the findings of the study, several key conclusions can be articulated

regarding the state of e-governance in selected Local Government Units (LGUs) within the
National Capital Region (NCR) of the Philippines:
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1. Positive Impact of Nationally Recognized E-Government Initiatives The
implementation of e-government initiatives recognized by the National
Government has significantly enhanced local governance. These initiatives have
led to measurable improvements in administrative efficiency, transparency, and
citizen engagement. The Digital Governance Awards (DGAs) served as a credible
benchmark, affirming that cities like Manila, Quezon City, and Valenzuela have
made substantial strides in digital transformation. These LGUs demonstrated the
capacity to deliver services more responsively and inclusively through ICT-enabled
platforms.

2. Digital Capability Assessment Reveals Strengths and Gaps The assessment of
digital governance capabilities using the United Nations Public Administration
Network (UNPAN) framework revealed that each LGU possesses distinct strengths
across dimensions such as leadership, strategy, governance, legal infrastructure,
technology, and workforce development. However, disparities in integration,
interoperability, and cybersecurity readiness suggest that while progress is evident,
further refinement is needed to achieve holistic digital maturity.

3. Persistent Multi-Dimensional Challenges in E-Governance Implementation
Despite recognition and progress, LGUs continue to face complex challenges
across four thematic domains:

Political: Budgetary constraints, policy fragmentation, and leadership turnover
hinder continuity.

Technological: Infrastructure limitations, slow internet speeds, and cybersecurity
vulnerabilities impede scalability.

Organizational: Resistance to change, siloed departments, and insufficient ICT
training affect adoption.

Social: Digital divide, low digital literacy, and uneven access to e-services limit
inclusivity.

4. Correlation Between Digital Capability and ICT Adoption Statistical analysis
revealed a significant relationship between an LGU’s digital capability and the
rate of ICT adoption among public service facilitators. LGUs with stronger
leadership, strategic planning, and technological infrastructure were more likely
to exhibit higher levels of ICT utilization in service delivery.
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5. Digital Capability Influences Perceived Service Delivery Challenges The study
also found a meaningful correlation between digital capability scores and the
nature and intensity of challenges perceived by LGU personnel. Cities with lower
scores in governance and workforce development reported greater difficulty in
implementing e-government solutions effectively.

Recommendations

To advance e-governance and optimize public service delivery, the following
multi-stakeholder recommendations are proposed:

For Local Government Units (LGUs)

o Institutionalize Digital Governance Frameworks: Adopt and localize the
UNPAN Digital Government Capability Assessment to guide strategic planning
and performance monitoring.

o Invest in Infrastructure and Cybersecurity: Prioritize funding for high-speed
internet, secure data centers, and interoperable systems to support scalable digital
services.

e Strengthen Capacity Building: Implement continuous ICT training programs for
employees, focusing on digital literacy, change management, and data ethics.

e Promote Citizen-Centric Design: Develop platforms that are accessible,
multilingual, and responsive to diverse citizen needs, especially marginalized
groups.

For Citizens

o Participate in Digital Governance Platforms: Engage actively through feedback
mechanisms, online consultations, and digital service portals to co-create better
public services.

e Advocate for Inclusive Access: Support initiatives that bridge the digital divide,
such as community Wi-Fi, digital literacy workshops, and mobile service units.

For Government Agencies

o Align National and Local Digital Strategies: Ensure coherence between national
ICT policies and LGU-level implementation through shared standards and
collaborative platforms.

e Provide Technical and Financial Support: Facilitate grants, technical assistance,
and shared services to help LGUs overcome resource limitations.
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For Academic Institutions

e Conduct Longitudinal Research: Explore the long-term impact of e-governance
on service delivery, governance quality, and citizen satisfaction.

o Develop Case Studies and Best Practices: Document successful LGU initiatives
to inform policy and practice across other regions.

For the Private Sector

e Co-Develop Innovative Solutions: Partner with LGUs to design and deploy smart
city technologies, mobile applications, and data analytics tools tailored to local
contexts.

e Support Public-Private Partnerships (PPPs): Engage in PPPs that promote
sustainable digital infrastructure and service innovation.

For Future Researchers

o Explore Causal Relationships: Investigate the causal links between digital
capability dimensions and specific service delivery outcomes.

o Examine Regional Variations: Compare LGUs across different regions to identify
contextual factors influencing e-governance success.

o Integrate Emerging Technologies: Study the role of Al, blockchain, and IoT in
enhancing transparency, efficiency, and citizen trust in local governance.
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Abstract

The present study aimed to examine the levels of perception and the relationship
between ergonomic risks and fatigue among office employees in a government agency in
Bangkok. The sample comprised 240 customer service employees selected through
convenience sampling. Data were collected using a structured questionnaire, and statistical
analyses included percentage, mean, standard deviation, and Pearson’s correlation
coefficient.

The results indicated that participants perceived ergonomic risks in terms of
physical and mental workload at a moderate level, while overall fatigue was reported at a
high level. Furthermore, ergonomic risk perception and fatigue were found to be positively
associated with workplace well-being at a statistically significant level (p < .05). These
findings suggest that employees’ awareness of ergonomic risks and their ability to manage
fatigue contribute to enhanced physical and mental health, as well as improved quality of
work life.

It is recommended that organizations provide ergonomics training, improve
workplace environments to prevent musculoskeletal disorders (MSDs), and implement
fatigue-reduction initiatives during working hours, thereby fostering sustainable workplace
well-being.

Keywords: Ergonomics risk, Fatigue, Workplace Well-Being, Workplace for office
employees
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Abstract

This paper attempts to provide an explanation on why the Thai culture has an
impact on the organizational management functions with regards to the Thai cultural
structure of nationality, social setting, and Buddhist religious belief. Organizations in
Thailand could not exist on its own as they have to realize that in order for them to carry
out their goal and mission perspectives, they need to be part of structure that expects them
to operate in an industrial environment that accepts outside influence and making some
indirect accommodation to meet those expectations. Organizational management functions
with the procedures in planning, controlling, organizing, and leading are emphasized in the prism
of the cultural forces that working individuals live alongside which becomes part of their everyday
life and living. Planning, organizing, leading, and controlling are not just about supporting
the strategy in which the organization is committed to reaching its goal. For Thai
management, the important thing is to have the values asserted from lives outside of the
workplace be a part of how the organization functions. While updated organizational
management theories are interesting to study about, the reality of managerial practice in
Thailand is to ensure that the cultural structure is visible and accepted by the Thai workers.
In this way, no one feels alienated and the practical theories are doing more good than harm

for the organization to keep growing forward.
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Introduction

The theoretical studies of an organizational culture from a managerial perspective
in Thai and Western are highly contrasting when compared to the principles and practice
of how organizations are managed and lead with regards to their industrial field. The
Western style of management has been promoting and pushing for new ideas to support
practices that give their organizations an edge in the competition with the market economy.
But in comparison to the Thai style of management the first and overall priority is to ensure
that cultural traditions and beliefs are highly reinforced and maintained throughout the
years in operation. Countless works throughout by scholars within the local regions
applying Hofstede’s Cultural Dimensions theory have shown evidence in numerical figures
and stats that the Thai way of managing tends to be high in power distance, masculinity,
being collective, risk avoidance, and short-term orientation. Implications from these
studies have proposed modern managerial concepts to assist in either making some positive
changes or apply practices that would eventually make the culture of Thai organizations
become contemporary in nature that has some western ideas. While all the results upon
evaluation are provided as facts and leading up to insightful notions for organizational
cultural practices there is still a lack of explanation on the cause that is occurring with this
phenomenon despite literary works and scholars mentioning of modern style of
management theories that are coping with the changes in the economic and technological
landscape. This paper attempts to provide an explanation on why the Thai culture has an
impact on the organizational management functions with companies based in Thailand.
The work points out to the Thai cultural structure of nationality, social setting, and
Buddhist religious belief having an impact on managerial planning, organizing, leading,

and controlling as the sounding argument for the thesis.

The format of this study is the following: 1. The Thai cultural structure of
nationalism, society, and Buddhist belief. 2. The cultural structure impact on managerial

planning. 3. The cultural structure impact on organizing. 4. The cultural impact on leading.
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5. The cultural impact on controlling. 6. A theoretical discussion on the impact of the Thai

cultural structure on the organizational management functions. 7. Conclusion.

1. Thai Cultural Structure of Nationalism, Society, and Buddhist Belief

Thai cultural structure is deeply entrenched with nationalism, its social community,
and on the Buddhism. Culture is identified by its history, and Thai history has plenty of
documented activities which have been selected and propagated to give an impression of
strong standing free nation for the citizens to be proud of. Throughout the nation, there are
monuments of historical figures written with high praises of their deeds erected in key
landmark places to remind people of the glorious achievements in battle with war elephants
against foreign invasion and conflict during ancient time, as well as a reminder from the
past on how the nation was guided to keep everyone moving in the same cultural direction.
Thai historians have exemplified their acts in the theme of upholding unity, making
sacrifices, and caring for one another to keep citizens be proud of their nation and to keep
working together for the greater good over themselves (Vella, 2019). Since the beginning
of the Cold War, the national anthem is played twice on a weekly basis from the time of
8am and 6pm in public places and media broadcasting which has made a psychological
touch in the minds of people on being expected to stand still and let the anthem be played
out in its entirety. It is the type of philosophy not to be questioned nor debated but to have
one’s behavior be in compliance with the ritual traditions and customs that have been
practiced by the ancestors from the past time. For ordinary people who do not possess much
of a power in any institutions or organizations they are asked to obey others who are in a
higher position of authority and to refrain from challenging that person because doing so
would not be considered as the norm (Pimpa, 2012). Any questions by outsiders with
regards to how policies are being exercised without giving much weight to praising are
deemed by policymakers as not knowing full well on how things are ought to be run and
most of the times dismissed as being misinformed or lacking the understanding of how
things work in their country: simply put it's a rapid response in saying mind your own

business this is not your country. In such cases, it’s about avoid getting into a heated debate
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or being engaged on issues that may create a confrontation of values while hoping to get
relationships back to respect and having trust with those who are in charge of authority

(Selvarajah, Meyer & Donovan, 2013), while hoping that things will get back to normal.

With heavy beliefs in magical charms, symbolic signs from events, looking at how
the stars and moons are set up on a specific calendar, and defaulting to have one’s palm
read to determine their future, Thai society is said to be highly superstitious. Sometimes
in their social life Thais often feel that their lives are disrupted by hostile forces that are
beyond control. With this feeling they look to the Buddha images or amulets in helping
restore a sense of self-assurance and being at peace due to the belief that there are sacred
powers within (Srichampa, 2014). It takes a lot of hard science to showcase the fact that
will change one’s mind to understand what is reality and what is a bunch of smoke with
too many mirrors disguised as the truth. No matter how ridiculous it may sound to certain
Thais about the rituals that take place amongst their colleagues, there is a sense of peer
pressure to take part in the event as a means of socializing with others in order to get to
know each other better than feeling like an outcast in one’s community (Pusaksrikit et al.,
2018). Spirit houses are there to accommodate the wailing souls of relatives that have
ceased and to make their journey traveling in the human realm to be convenient. Shrines
are place in front of commercial buildings or alongside tourist and eating spots for those
holding a deep faith of belief that the deities from the Hindu religion will alter the forces
in life to provide the worshipper with good fortunes in health, security, happiness, and
mainly wealth. Members within a social community don't put too much emphasis on how
smart or talented other individuals may be over others but setting the vibes to make the
gifted ones come back down to earth and follow the social order of things by respecting
and honoring the senior figures who placate themselves as the caretaker of things that are

culturally appropriate and appeasing in image (Young, 2021).

Buddhist monks in Thailand are revered for their teaching in morality and ethics to
the young generation in helping them lead a decent life, and their philosophical narratives
in thinking help decision-makers set the course for how an institution or an organization

should carry out its policies (Phathong & Serirangsan, 2018). With a pure mind and a holy
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virtual character, they are asked to preside over a ceremony in home building or office
refurbishing by making ritual blessings that ward off evil spirits that can do harm to one’s
health and happiness. This is a must for individuals to gain a sense of assured feeling that
they will be protected and prevented from being injured when performing their duties.
Asides teaching the fundamental principles of Buddhist philosophies, monks in Thailand
are held in high esteem as possessing divine incarnation that gives hope and a sense that
the outcome will be more positive for people to carry on with their daily lives (Boonim,
2018). For those who feel confused about their fortunes or feeling that their lives are
getting worse, Buddhist monks are one of the people that a Thai individual can go to and
discuss about their problems (Suwan, 2020): most cases, it’s to ask for the monk to foresee
the person’s future by reading their palms or being engaged in other traditions to analyze
the facts. All those things seen from outside the organization or surrounding
the organization’s external environment are part of the norm that goes along with the
managerial functions which presents an image of being part of the national culture and all
the beliefs and ideas that flow through them. Organizations in Thailand could not exist on
its own as they have to realize that in order for them to carry out their goal and mission
perspectives, they need to be part of structure that expects them to operate in an industrial
environment that accepts outside influence and making some indirect accommodation to
meet those expectations. Instead of learning from situations that are impeding progress the
Thais take them as critical notes to avoid any conflicts should one tends to promote any

changes within the structural framework or order.

2. The Impact of Cultural Structure on Managerial Planning

Planning is about supporting the strategy in which the organization is committed to
on reaching its goal. Upon understanding what the mission objectives are, the plan is
carried out with adequate resources that are utilized to the competence and capabilities of
strength within each individual or to the team. The execution of the plan is completed
when the managerial structure anticipates in hindsight on things that can reinforce the staff
‘s effectiveness in doing their work and making some necessary changes to adapt on

circumstances that may make things efficiently difficult to achieve (King et al., 2020).
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Planning in a Thai organization is usually done by individuals in the higher position of
authority or executives who oversee all operations. Plans are bureaucratically thought out
and designed in a centralized manner as a mandated by the organization and to let those
positioned in the lower position to acknowledge the power of authority developing the
policies (Al Farooque, Buachoom & Sun, 2020). One of the criticism that is part of the
Thai managerial planning style is the tendency to insert in unexpected operational issues
or surprises, due to a lack of clarity with the policy statement (Taweesaengsakulthai et al.,
2019), that are sometimes not relevant with the content of the current task assignment, thus
causing proficiencies for handling an abstract working issue to become unresolved by the
staff and wasting the opportunity to learn from this case as the focus is on making sure that
the financial needs have been fulfilled (Na-Nan, Chaiprasit & Pukkeeree, 2017). What is
to be focused upon can become easily distracted when management indirectly forces on
the staff to look after an assignment while being in the middle of the previous task from
the beginning. Without any regards for the workers’ wellbeing in getting the work done
on schedule assignments become prone to constant interruptions with other orders that are
placed in the middle of the operation. With the Thai workers being pressured to get things
done simultaneously due to management’s expectations, they do an acting job of putting
up a false character that everything is satisfied in the workplace to impress management
but eventually succumb to the burnout (Khetjenkarn & Agmapisarn, 2020). Why can’t the
workers compromise in setting an appropriate time and space for this extra work?
Nationalistic behavior takes precedent in the working environment whereas workers have
to carry out an assignment without questioning the arrangement even if it’s inconvenient
for those who want to do work with an output that is branded with integrity and dignity of
one’s skill and ability. It is the power of authority that management has over the workers,
and for the workers themselves who mostly accept that power in the working environment
they have to comply to it or face some disciplinary actions (Areemit et al., 2021).
Therefore, the consequences are high if a worker does not cooperate as he/she could face
some severe financial measurements of being punished. Management stresses a “do your

best” message to the workers instead of being a bit flexible due to the demand and
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expectation of customers/clients. The workers put on the effort to get both jobs done on
time while the results received by the recipients are credited to the managing side of the
organization.

Plans that are made by management are emphasized on the relationship side that
are mainly involved with the key clients or consumers (Kitchot, Siengthai & Sukhotu,
2021). Therefore, the working relationships in the organization are also expected to serve
this purpose whereas workers are sometimes asked to go beyond their task boundaries to
fulfill roles that accommodate and entertain the interests of the business partners which
gives off the aura of trust within the commercial dealings. However, certain roles taken up
by the Thai employees aren’t exactly their acumen in dealing with things, such as
communicating in the English language that calls for market analysis or operation details.
Plans made separately for its own personal interests and then inserted into the original
scheme of the strategy are often the norm for management who make use of their authority
but to also evaluate employees to determine who is truly loyal to the cause and praised for
their initiative with some informal rewards (Na-Nan, et al., 2022).

The style of Thai management in an organization would look to the principles of
Buddhism to be incorporated into their plans as a reminder for their staff and employees to
work together with benevolence and self-less acts that are in harmony with their external
working environment (Rittichainuwat et al., 2020). However, this form of idea doesn’t
always hold water when dealing with the reality of the market competition and economic
constraints. Buddhist values that act as the direction and guidance for how one should
behave when working are often in conflict with other companies that are doing something
that is more scientific and business moderated in gaining the customer share which can
sometimes question the methods of implementing the business plan. At times, feelings of
guilt are perturbed in the mind and soul when Buddhist principles become compromised
for the sake of obtaining a healthy financial statement so that the business can survive for
a longer term. Management can arrange for an excursion or hold a ceremony with Buddhist
rituals as a form of cleansing the sins and wrongs in failing to uphold the teachings for the

organization to stay on the righteous path (Song, 2020).
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In the planning style of Thai organizational management, there is little interest in
getting the internal and external stakeholders involved as those who are in executive
positions feel that they are already granted with the power to oversee things. This in turns
make the individuals in the lower level of position not expecting to be asked for their inputs
as they wait for orders to be followed upon. They put their trust into management despite

some knowing that the plans will not come short in achieving the objectives.

3. The Impact of Cultural Structure on Organizing

Allocation of resources through the means of a stakeholders’ survey, a healthy financial
budget, and capabilities of human resources are taken into consideration when being
organized. Organizing is a concept that synergizes the attributes within the organization to
best meet the needs and challenges in attaining the objectives and goal (Miceli et al., 2021).
Organizations in Thailand have been faced with economic turbulences that forced them to
rethink and relearn their own framework to become more resilient in the future when issues
like anti-government protests, labor shortages, natural disasters, and the spread of a deadly
pandemic occurs. Despite being aware that situations like these call for being more agile
and flexible in the organizational structure, there is an entrenched habit in organizing in a
paternalistic mode whereas everyone is considered to treat each other like a close relative.
Most Thai citizens have grown up in a social environment that encourages people to be
friendly towards one another on a daily basis to the point that it develops into a much
friendlier relationship that makes individuals welcome the other person as his/her relative
(Katewongsa et al., 2020). They have been educated through the schooling system, they’ve
encountered this with their parents who keep in touch with their old friends and addressing
them as either their elder or younger sibling, and have experienced how their nation is
governed with a paternalistic approach in administrating the affairs which have given them
the mental direction on how to conduct oneself as a person when meeting others in a public
or private setting. This belief goes in hand with a Thai led organization that truly believes
that if everyone sees each other as a family member then the organization will become
stronger than it is (Suriyankietkaew et al., 2022). With everyone accepting each other in

their paternal role at the workplace it gives way for a hierarchy to be established that makes
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everyone know their rank, comply without much questioning, and being limited to
participation. No matter the differences in age or background the important thing is to
follow the order givens. Those who are younger may feel slighted by management who
overlook their insights for making contributions to quality (Chansatitporn, Pobkeeree, Na
Nongkhai & Sangkijporn, 2019) but it’s the cultural behavior acting in that makes
individuals in the higher rank positions to believe in the power that they have in pushing
their authority for actions to be taken (Guang & Charoensukmongkol 2019).

Individuals assuming the role in higher management or in an executive position try
to look the part of someone that knows just about everything even if their level of degree
is scant in an industrial area that may call for the expertise of a professional that is outside
of one’s authority. There is an expectation on part of the subordinates that management
has to know everything otherwise he/she should not be in that position thus making the
Thai manager to sometimes implement the procedures and process without a sound
philosophy to persuade others why this is the better decision to go with or not, and hoping
that the results come out good as if one is trying to take a shot in winning the lottery ticket
(Schneider & Maxfield, 2018). The belief that management has to know everything from
both sides further makes it even more minimal in participation for ordinary staff and
employees to provide their ideas or input in making the organization of things to become
more effective. One’s reputation or image is considered to be very important in Thailand
as the results of the action can be praised to make the person a hero in the eyes of colleagues
in the workplace or make the person viewed as a loser not just from the co-workers but
being discussed about over lunch in the public space and in the community to past the time.
Accepting or making too many changes in the organizational structure would be considered
as a sign of being weak and incompetent in one’s managerial duties in organizing the affairs
from their own peers. It’s no wonder when organizing things in the workplace there is a
tendency on part of Thai management to discourage workers in making critical comments
about the short end results and micromanaging the performance of workers to ensure that
mistakes and errors do not become catastrophic as it could reflect on how they are
delegating the tasks to individuals (Chaoniruthisai, Punnakitikashem & Rajchamaha,
2018).
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With the majority of the Thai population following the Buddhist religious teachings,
Thai management try to practice good governance with the stakeholders by referring to the
models of beliefs as a way of connecting with external partners who support their business
and internal partners in remaining as loyal employees to the organization. The means of
applying Buddhist principles in an organization is evaluated to determine who are the
insiders and outsiders. The idea of having loyalty in a Thai organizational working
environment is to get group members to share the same perspectives on a particular topic
and communicate efficiently on a routine basis (Tepayakul & Rinthaisong, 2018). When
a crisis occurs that threatens the organizations ideology the higher authorities will look to
individuals who display their patronage loyalty to them as a sign of trust over thinking on
what is best to keep the group or the organization firmly organized as a tight ship sailing
on with its course. It’s not a question of people being divided on the matter but more of
who will side with management to help them overcome the crisis. This leads to the growth
of individual bonds that distracts Thai management’s focus on organizing the resources to
enable the organization to reach its aims and goals, and brings about back door politics to
curry favors and make informal promises all for the sake of obtaining one’s loyalty to be
confirmed when management needs someone to create an excuse for a failure. This gives
an updated meaning of an organization being made up of individuals. In the Buddhist
belief the older one gets with practice they begin to inherit an enlightenment which is
highly revered by people who worship Buddhism. However, this becomes quite
complicated in challenging thoughts or ideas that seem to be outdated with the modern
time as the younger Thais do not want to display any sign of being inconsiderate towards
those who have come before them and try to maneuver around any situations that might
lead into an argument in rationality and making the senior figure “lose face” or be deemed
less worthy in the organization (Sahban & Abbas, 2018). From a Western perspective, not
being direct with contested issue would only make the attitude for changing become
resistant or stubborn with trying to win the argument instead of maintaining the direction
of the organization to keep moving forward (Haseeb et al., 2019). What you have is a

method in organizing by
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management that is stronger in hierarchy without paying any much attention to delegating
tasks and ignorant to understand the necessity for changes as the economic or technological

landscape have suddenly altered the way a business should be managed.

4. The Impact of Cultural Structure on Leading

There are many roles for leadership to be displayed in the industrial/business
environment to get the people, personnel, and partnership motivated to collaborate in
unison. Leading is asserted in managing the philosophical and reasoning aspects for
making individuals be aware on the importance of the mission and being more proactive
with the operation in hand (Breevaart and Zacher, 2019). Leaders are aware that not
everyone is going to buy into the idea of doing things so they have to become more
effective in getting into the minds of the people that they work with to get the results driven
towards the goal. Leading that is done to make positive changes validates the person as a
leader and more trustworthy in holding the leadership position (Islam, Furuoka & Idris,
2021).

Leading is a celebrated and honoring role for Thai organizational managers due to
the attributes that it encompasses in national stability, preserving order, and espousing the
holy teachings that have been passed on from many generations through the religious
beliefs. Being in a position to lead an organization that has over hundreds, thousands, or
on a multinational basis is quite exhilarating and nerve wrecking due to many
uncontrollable factors that may present itself as an unknown or unexpected which becomes
something that is undesirable and unwanted. For the sake of maintaining stability within
the organization, Thai managers would immediately take the leading position by displaying
an autocratic manner (Rurkkhum, 2018) that configurates current policies and rules for
people to fall in line. While this does lead to a conflict towards being creative, innovative,
and imagining the possibilities during a crisis the Thai style of leadership feels that the risk
of not ensuring any form of stability would be bring out great damages in their own
hypothetical viewpoint (Jermsittiparsert, Namdej & Somjai, 2019). Despite facts from
studies showing evidence that going against the odds will make the organization much
more effective in the long-term Thai managers will hold on to leading by making sure no

one 1s doing something that is against the procedures that have already implemented to
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uphold on stability (Ditta-Apichai, Kattiyapornpong & Gretzel, 2020). With studies
already indicating that Thailand is highly ranked in power distance, collectivism, and
avoiding uncertainty, the way of leading for Thai managers chooses to be a parental figure
when making decisions and directing whereas the outcome is peace and harmony for all to
enjoy (Vora & Kainzbauer, 2020). It is the latter that the managerial actions of leadership,
is measured upon by all stakeholders of the organization. The Thai national culture places
a high value of happiness or having minimal amount of stress as possible in life. Being a
leader through this prism is about aligning with that national cultural value of happiness
and taking an approach that meets with the conservative values of the population,
correcting the wrongs with ethical methods, and shaping attitudes that follow the teachings
of being on a righteous path. If these expectations are failing to meet these standards, then
the leadership needs to be replaced with someone who is more professionally qualified to

do so.

In the workplace,the Thais believe that work and social life is all part of an everyday
routine in what they do. For expatriate managers who try to set a working environment that
only focuses on one’s job role and responsibilities this will turn off most of the Thai
workers as something foreign and cannot be adapted to. The issue of working relationship
is very important as there will be times when someone is not feeling confident or assured
on what to do and may ask for the guidance of others to help in accomplishing the task
assignment. But having a working relationship in the workplace doesn’t just come freely
like going into a software application on one’s mobile phone. The Thai management style
of leading is also keen on preserving the social values in the community of ranking, status
quo, obligation, seniority, and consideration in the workplace for the interest of individuals
who still hold on to the conservative values that makes them feel comfortable to perform
at work (Mandhachitara & Allapach, 2017). A working environment that features some
Thai way of belief and customs in a foreign owned business corporation or national
organization with a distinct brand makes the workers themselves become at ease because
they know that they don’t have to face any situations that could be embarrassing or shy

away from when their capabilities or capacity don’t fit with the function. As for leading,
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this makes it easy in for Thai managers to limit employee participation and having time
and resources in their hands to execute their decisions made. With the decisions that have
already been decided the persuasion tactic comes in the form of a parental figure who
knows what is best for their children and getting the staff to carry out the assignment from
receiving acts of kindness and empathy, as well as addressing on the support needed to
accommodate one’s ranking position (Suwandej, 2015). As a leader, the Thai managers
have to be clear with the rules and regulations to their employees in order for them to
understand what they can do and what are their limitations. While the workers are
accepting upon the fact that not everyone is equal with certain privileges or rights in the
workplace, they do expect the leaders to enforce the rules to be done with fairness and what
is right for the sake of management’s credibility to lead, especially in the times weathering
the crisis (Chaimongkonrojna & Steane, 2015). While simultaneously, the working climate
has to be designed in a way that is fun, relaxing, and friendly to set off the balance from
the strict authority applied to getting Thai workers feeling that it’s okay to smile and laugh
with their colleagues while doing their job (Laiprakobsup, 2018).

As a leader, Thai managers are aware that not everyone is educated equally to
deliver a strong performance for getting the right results, nor competent in problem solving
and finding the right solution. To show that a leader is compassionate and caring towards
their fellow workers, Thai managers practice the art of forgiving as a symbolic gesture to
give workers some hope that things will get resolved and become better as time goes along
(Wattanacharoensil & Sakdiyakorn, 2016). The idea of being merciful has been outlined
in the dhamma or the teachings of the Buddha as a way to be at peace with oneself and to
take what life gives you without holding some sense of animosity towards those that have
done something wrong; Buddhists believe that having a merciful mind or heart is spiritually
healthy and promotes the idea to be practiced in the workplace where the nature of
efficiency is a challenge for certain individuals who are lacking confidence to go through
the process. Training and development program on Thai leadership will adhere to some
parts of the Buddhist philosophy which often stress on being a leading with a moral
character and ethical in wisdom. The Buddhist teachings don’t guarantee that quality will
be maintained nor that the goal will be reached by the organization, but the message for

Thai leaders is to take into the fact that there are things beyond one’s control and that
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undesirable things will happen. But most importantly, one should not get too attached on
the matter (Mekhum, 2020). Thus, the Thai style of managing in leading takes a “it’s no
big deal” approach to things when the organization encounters some misfortune, adversity,
hardship, or failure that has disallowed them from fully attaining their aim and objectives
(Moussa et al., 2022). The reason for such a “no problem at all” attitude is to prevent the
soul from being stuck in the misery of negativity and just hoping that the things will turn
out alright in the near future while remaining therapeutically calm to collect one’s thought

to find some solutions.

5. The Impact of Cultural Structure on Controlling

The word controlling in the workplace may connotate a negative meaning such as a
manipulation of the mind or inducing fear should one’s performance behavior is not being
productive. That’s why in practice the process is emphasized on being professionally
orientated such as developing the psychological acumen in getting individuals motivated
and aspired to be more focused in attaining the organization’s goal (Kantabutra, 2014).
Obtaining this positive working environment to make workers encouraged on a consistent
basis will require on configuring the design of the working system that allows the
controlling aspects to get staff members and workers performing towards the intended
results that the organization wants (Sompong, Igel & Lawton Smith, 2014). However, if
the results are lacking in quality management goes further into control by making an
assessment of the organization and evaluating on procedures to make the necessary
changes to get the working performance back to standards (Mio, Costantini & Panfilo,
2022).

In Thailand, even national policies and procedures that are set don’t always meet
the standards that it should be trying to improve on. What is best for all stakeholders takes
a back seat to setting the proper calculations in minimizing any damages or losses that can
occur which can put one into a stressful situation and constantly worrying about what other
people are thinking in a negative way. As the so-called national leaders build walls to fend
off the criticism their actions are learned by other organizations as a form of normal

behavior that is acceptable. Therefore, anything that can cause an embarrassment or to hurt
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one’s pride/ego are to be prioritized as avoiding the risk: studies have confirmed that Thais
are very high in uncertainty avoidance and will take the necessary measures to prevent
risks from happening, but at the cost of learning about the situation to prepare and plan for
the future should the very same risk turns up again (Tran and Vo, 2018). With most of
Thai organizations already operating and functioning in a hierarchical format, management
takes the advantage of the mind of workers who have conditionally accepted on being a
child that should listen and obey, and all direction and decisions should be entrusted to the
managers who are seen as the parental figures that know best (Pengsuwan & Choonhaklai,
2019). Thai organizations mostly lean on a patronage style whereas individuals who don’t
have power accept on being treated unequally (Borisuth, 2019), however this doesn’t mean
that the Thai managerial style has a condescending approach towards their subordinates.
Thais learn that controlling to get people inspired to do their best at work comes from a
soft approach in communication and interaction as they do with their family, friends, and
local neighbors in the community. In the Thai society one is admired for being more
pleasing towards others, and having an interest on someone’s livelihood and living to make
the person feel at ease for some compassionate conversation about life (Leesmidt &
Jarunratanakul, 2022). Getting people to cooperate on an idea, even if that idea may not
reach the objectives nor make much of an impact with the results, is the key issue for
controlling on the part of Thai managing in practice so that in the future should another
project or event comes up the behaviors for cooperation will still be there. Such events
may ask for the staff or hand selected personnel to perform a duty where they have no
expertise or background in the authorized position. This could be the case of
mismanagement in putting the right people in the wrong position or the wrong person for
that job. Nevertheless, it’s not so much about how highly talented or scholarly amazing
another person is, it’s more about the controlling part by management to ensure that their
working performance and standard results reflect back on their name and reputation of
being a manager despite falling short on meeting the objectives. It’s about having that
power to control matters that makes management believe that things were made possible
due to their benevolence of allowing the actions to reap the rewards (Jitwasinkul, 2016).
Another way of looking at it is by defining the intentions of taking away the limelight from

highly capable performing individuals who are in the front line of action and transferring
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all the positive credits to management for demonstrating professionalism in managing
groups or team to be successful. Holiday or national events always feature a ceremony
ritual event of Buddha’s image and teaching to instill a sense of who Thais are first and
foremost as they assume their working positions that are different in hierarchy ranking.
Normally, the working rules should be followed so that no one creates a disturbance in the
working atmosphere by putting their own self-interest first. However, with management
controlling things to makes sure that no psychological harm is done to them there is a
precedent to build upon allies to be their supporting shield that protects from losing face or
have their reputation sullied from the criticism of rivals. Taking a page from Buddhism
that teaches learners how to show mercy towards others in lesser status and power the
attention is on developing informal relationships through acts of kindness or favor for
individuals to feel that they can trust them (Sunindijo & Hadikusumo, 2014). A soft or
cordial approach with subordinates is the belief that the person will not be pegged down
by the regulations and rules of the organizational framework and find open channels to
help management when there’s a call for supporting an interest that is outside of the
organization’s ideology. This bode wells for some workers who are not quite confident in
their original working position and hoping to score some admiration points with the top
officials by riding on a project that showcases some of their talents and skills that lean more
on the leisure and recreational side of their personal life, such as singing, dancing, acting,
cooking, playing in a particular team sport, etc. The result of this behavior leads on to an
abstract interest working on its own in hidden secret and not visible to examine if it’s truly
a benefit for the organization as a whole, while making things difficult to monitor for
quality and standards in a formal setting (A. de Waal, Goedegebuure & Tan Akaraborworn,
2014). In addition, this makes the job performance evaluation of workers impossible to
conduct on a fair basis. First, criticism will be taken too harshly by individuals who believe
that the key is to develop a good working relationship with their superiors as they become
blurred on moral and ethical issues of the informal way. Second, the performance criteria
of what workers are to be measured on becomes in conflict with unceremonious duties that
have been undertaken as time has already passed on by. Buddhist doctrines are applied in
shaping the minds and behavior of the organizational workforce but could become to

overzealously mistaken on what the organizational agendas should be when management

(88-98)



Journal of Modern Management Vol. 3 No. 4 (October - December 2025)

is being confronted by regular staff members on which direction to take with evidence
contradicting the working philosophy (Kaewsaeng-on et al., 2021). To question the control
by management is branded as being disrespectful and ungrateful to one’s wisdom and

hierarchical position in the organization (Ratasuk & Charoensukmongkol, 2019).

6. The Impact of Thai Cultural Structure on Organizational

Management Functions

Organizational management functions with the procedures in planning, controlling,
organizing, and leading are emphasized in the prism of the cultural forces that working
individuals live alongside with which becomes part of their everyday life and living. Thai
nationality is sustained through a conservative society with Buddhist beliefs being served
as a symbolic character for one to behave as a Thai citizen. The people see and feel these
customs and traditions being performed on a yearly basis, especially when the national
holidays come around, which makes oblige to follow or be chastised as being unpatriotic
(Wongsurawat, 2016). It’s no wonder that the Thai managerial practices within the
organization have to be the figurehead in carrying out the cultural convention in order to
be recognized as legitimate with stakeholders who firmly believe that the cultural structure
should take precedent over all other affairs so that harmony and balance remain firm
throughout the years. While the theoretical practice of organization management has been
updated through academic scholar research and with leading brand companies putting new
ideas to adapt with the market economy, the Thai organizational managerial style is guided
by cultural principles from influential groups and figures that provides a doctrine in
administration. When having a ceremonial event or a business gathering, the Thai
managers will know what is expected from them in order to stay with the organization for
the long term (Chantranusorn, Jutawiriya & Mee-Udorn, 2014). The cultural structure and
its impact in the organizational management functions is not a recipe for success nor does
it guarantee that the organization will achieve its goal but is just there to remind and restore

the mental nature of those with authority and leadership that by managing resources that
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uphold the values of nationality, society, and Buddhis beliefs they have fulfilled an
important duty that brings about great happiness and joy for all to live. While
organizational failure is inevitable it’s more critical for management to maintain the
cultural essence that defines who they are. Instead of being highly focused on the
organization’s mission and objectives, management gives in to the external expectations
from others to follow the examples on directing a working environment that encompasses
on the cultural values (Prompayuk & Chairattananon, 2016). Workplace interaction
amongst colleagues and staff, and other fellow managers with the managerial functions
aren’t always going to be directly related nor straight forward with the organizational
mission statement when other duties are inserted in as a surprise event to attend on.
Therefore, the Thai management’s role is modeled in a way that functions to preserve this

ethos in the organization.

In the position of authority, communication skills have to be effective in getting the
plan to fit with subject matters that Thai workers can relate to and providing an opportunity
for them to handle the tasks that are not too difficult. What is said and demonstrated by
management has to show that there is a sense of sincerity and consideration that gives the
workers and assurance that they will not be scolded should there be shortcoming in
reaching the objectives (Jiradilok et al., 2014). Being more gracious over a western style
of candor is more welcomed in a working atmosphere dominated by Thai nationals.
Praising someone by touching his/her head is forbidden as Thais feel that this is one’s
dignity. Also, using the feet to point directions, move an object, or making it visible in
front of others is considered as an insult due to the cultural belief that the feet is the dirtiest

part of the body (Jaroenkajornkij, Lev-Wiesel & Binson, 2022).

Being risk averse is not only the norm with Thai management but it’s in establishing
a controlled working environment for the aim of keeping harmony and balance coinciding
to maintain peace in the organization. Managing conflict is controlling unwanted situations
that could lead to “losing face” as Thais highly value their ego and having a strong working
relationship with fellow colleagues which can be defined as workplace security. Some
studies encourage conflict to open up a healthy discussion on challenging the working
model or managerial practice for making changes (Hussein & Al-Mamary, 2019).

However, a majority of Thais believe that it’s best if the conditions stimulate a conflict
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could be eliminated forever, thus always depending on management to quickly put out the
fire so that everyone can feel relaxed and at peace while working. Should conflict occur
in the organization it’s usually handled informally so that the involving group members or
individuals will find ways of preserving each other’s reputation and to come up with some

sort of cordial approach for people to resolve the matter (John-Eke & Akintokunbo, 2020).

With many working variables that are beyond one’s control, the Thai style of
management is organized around a strong hierarchy that assumes full authority on making
decisions and solving problems without much consideration from the inputs of others
(Limpitikranon, 2017). But one can also argue that the participants themselves expect
those in the top positions to decide what is best for the organization because that is what
they are paid to do, otherwise they shouldn’t be in management from the very start.
Empowerment to take matters into one’s hand is not ideal for the subordinates because that
is only reserved for those in the top positions, and if no action is taken by higher authority,
then management is seen as inept and incapable the issue. While the decisions made may
not lead to efficient results nor methods chosen for problem solving will provide an
effective outcome, the process carried out is concerned more about radiating a sense of
benevolence with the working colleagues’ interests and wellbeing. Thais place an
importance on charismatic people who are sincere towards each other for maintaining a
healthy and happy working relationship (Kaecodumkoeng & Junhasobhaga, 2018). One can
say that as long as the bond in the workplace are in good terms the ways of management

control in the organization becomes easier to process.

When leading in the role in of management, the practice of developing a character
of loyal workers who are committed in fulfilling the requested duties assigned to them is
considered very important. In the Thai cultural context, employees are motivated in a
working environment that features fellow workers and management displaying a sense of
kindness, justice, compassion, or ethics when undergoing operation. Also, being a good
role model for others to follow, giving sound advice, applying reason, praising in the
moment for good results, and building on the reputation of the organization keep them not

only motivated but being firmly loyal to the company (Suttikun, Chang & Bicksler, 2018).
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There are challenges in establishing these utopian ideals in the workplace as Thai workers
can also become easily demotivated when they experience a lack of trust from other
members, being disrespected, working with incompetency, dealing with self-centered
individuals, deprived of professional support from individuals who try to curry favors for
their own interest or play the blame game often, don’t want one’s self-dignity to be
tarnished in a patron-client relationship for an increase of salary/job promotion, and going
through an awkward condition of vague policies that keeps changing for its own sake
(Maneechaeye & Potipiroon, 2022). Thus, for good ideas or suggestions to come from
Thai staff in the direct line of work establishing a genuine working relationship is key
otherwise there will be a disconnect and discontent in attitude from feeling uncomfortable

with that style of management.

From a non-Thai Buddhism perspective, a Hofstede’s dimension of power theory
explains that authority is meant to be obeyed and carried out from those who hold positions
that symbolizes legitimacy and authority (Hofstede, 2011). To go against such a cultural
structure would be viewed as inconsiderate and to go into behavioral reforming. From a
simple cultural theory viewpoint, those who are not familiar on the way of working in this
type of cultural structure will be constantly reminded through custom, events, and abstract
policies that are implemented for everyone to maintain the current values while also
thinking about refraining from actions that may offend others for the sake of working
together in harmony (Serino et al., 2025). Although this cultural structure may seem to be
oblivious towards changes around its external environment the agency within the
organization asserts itself in maintaining the order of things by reframing situations for
members to reflect back on the conservative nature of things, and participate with requests

that are believed to be good for the organization (Brettell, 2002).

7. Conclusion
In the attempt to provide an explanation on why the Thai culture has an impact on
the organizational management functions with companies based in Thailand, the work

illustrated how nationality, society, and Buddhist beliefs have intertwined themselves to
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make the Thai style of management approach things in its own way. Planning, organizing,
leading, and controlling is not just about supporting the strategy in which the organization
is committed to on reaching its goal. For Thai management, the important thing is to have
the values asserted from lives outside of the workplace be a part of how the organization
functions. A sense of belonging, or feeling connected with other workers around them
makes the Thai workers feel safe, convenient, and comfortable to perform at their job. It’s
not just the Thai managers but also non-Thai managers who need to be intrigued by the
theory of paternalistic leadership in order to implement the practice that aims toward
making the workers gain a sense of the positive things they have experienced in their social
environment to also be in their workplace. A managerial style that fails to incorporate the
cultural elements that make up the Thai characteristics in needs or wants will have a very
difficult time in winning the hearts of the workers in contributing valuable insights to help
the organization grow. While updated organizational management theories are interesting
to study about, the reality of managerial practice in Thailand is to ensure that the cultural
structure is visible and felt for the Thai workers. In this way, no one feels alienated and
the practical theories are doing more good than harm for the organization to keep growing

forward.
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Abstract

The purpose of this study is to use analyze the impact of financial products and
accountability in the financial institution on the perspectives of selected banks in Juba,
South Sudan. The research design that is being used is descriptive survey research design.
The selected banks operating in South Sudan between 2021 and 2023 make up the study's
population. The statistical package for social sciences (SPSS) was the only data analysis
methodology employed in this study. The research instrument that was used in this study
was questionnaire method and Yamane’s formula was used for arriving at a sample size of
364. It can be concluded that the financial products and accountability had a significant
positive impact on performance of three selected banks in South Sudan from 2021 to 2023
as the impact is shown in table 1. Finally, the researcher concludes that both financial
products and accountability stands at better t-statistics value as it shows continuous

success of financial performance of banks in South Sudan.

Key Words: Financial products, Accountability, Financial institution, South Sudan.

1. Introduction

Globally, the financial liberalization efforts taken by various developing economies
had crucial impact on worldwide financial institutions (Abrar, Hasan and Kabir, 2021;
Afonso, Morvant-Roux, Guérin and Forcella, 2017). With the passage of time many of
these economies have achieved high rates of economic growth (Beshouri and Gravrak,
2010; Camara and Tuesta, 2014). Analyzing the possible cause for such growth rates,

financial
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researchers have advocated that, it is financial sector development that has played a crucial
role in promoting the growth of the economy to remarkable levels (Agier and Szafarz,
2013; Ferrari, Masetti and Ren, 2018; Al-Ameen, 2016; Honohan and Beck, 2007;
Altamirano and Beers, 2018; Asare, Beldona and Nketia, 2020; Levine, 2005 and Ashta,
2009).

Understanding the role of financial development, researchers emphasized on
analyzing the factors that contribute to the development of the financial sector and
ultimately economic growth (Asiedu, Freeman and Nti-Addae, 2012; Assefa, Hermes and
Meesters, 2013). Development of insurance and banking institutions is one of the crucial
elements that plays an important role in stimulating financial development and thereby the
growth of the economy (Asiedu, Kalonda-Kanyama, Ndikumana and Nti-Addae, 2013;
Ashta and Biot-Paquerot, 2018; Ashta and Fall, 2012; Barth, Caprio and Levine, 2004;
Beck, T., Demirgiig-Kunt and Levine, 2006; Caballero-Montes, Godfroid and Labie, 2021;
Chinoda and Mashamba, 2021). However, there are some empirical studies (e.g.
Demirgilic-Kunt and Klapper, 2013) that suggest that the relationship between financial
development and economic growth cannot be generalized across countries as the economic
policies differ from country to country and therefore it is pertinent to study one individual

country at a time.

According to (Ledgerwood and Gibson, 2013), financial institutions especially the
banks have prioritized financial products investment and this has greatly contributed to a
boost in not only the banking sector but also the nation’s economy. Some of the more

popular financial products include loans, shares and bonds, investment funds, warrants and

options. Financial products involve contracts that are typically bilateral in nature (Fairlie
and Robb, 2009; Galvez-Sanchez, Lara-Rubio, Verdu-Jover and Meseguer-Sanchez,
2021). On the other hand, accountability in banks is quite essential because it offers hones
and transparent financial reporting, encompasses a corporation's performance and
responsiveness to environmental, social, and community issues, and finally, it is important
to enhance good corporate governance (Gupta, Turban, Wasti and Sikdar, 2009; Olivares-
Polanco,2005; Guha and Chowdhury, 2014).
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Statement of the Problem

In this study, lack of innovation emerged as a barrier and less driving force that is
typically lacking within selected banks in Juba (Hampton, McGowan and Cooper, 2011;
Hornuf, Klus, Lohwasser and Schwienbacher, 2021; Hussain, Kot, Kamarudin ad Wong,
2020). However, some experts argue that the high failure rate of innovation projects is, in
essence, largely an illusion, whenever commercial banks lacks innovation within the
banking industry (Iddrisu, Abor and Banyen, 2022; Im, Pesaran, Shin, 2003; Khan, Ahmad
and Shireen, 2021). In today’s globalized world, economic instability has had far-reaching
effects from job losses to widespread social unrest and therefore, innovation can help by
creating new economic opportunities such as new products, investment and new jobs in the
banking industry (Sahay, Cihak, N’Diaye and Barajas, 2015; Koloma, 2021; Kwong,
Jones-Evans and Thompson, 2012). Insufficient technology that favor innovation in the
banking industry is said to existing in the banking industry in South Sudan (Marlow and
Carter, 2004; Mashamba and Gani, 2023). As a result of insufficient technology,
productivity of commercial banks eventually dropped from 78% in 2017 to 46% in 2023
(MclIntosh and Wydick, 2005; Milana and Ashta, 2020). Overall, lack of innovative
mindset and technological eco-system entails that commercial banks in South Sudan were
unlikely to develop new ideas in order to excel in creating new financial products and new
economic opportunities in the banking industry (Sarma, 2012; Nguena, 2019; Orser, Riding
and Manley, 2006; Pham and Talavera, 2018; Ashta and Fall, 2012).

Research Objectives
1. To examine the influence of financial products on banks in the financial
institution in Juba, South Sudan.
ii.  To examine the influence of accountability on selected banks in the financial
mstitution in Juba, South Sudan.
Research Questions
1. How do financial products influence selected banks in the financial institution in
Juba, South Sudan?
ii.  How do Accountability influence selected banks in the financial institution in
Juba, South Sudan?
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Table 1: Information of financial products and accountability percentage in three

selected banks in South Sudan.

Year Bank Financial Accountability (%) Remark
products (%)
2021 Kush Bank 46.1% 49.2% Agreed
2022 Eden Bank 26.4% 53% Agreed
2023  African National 38.9% 57.6% Agreed
Bank

Source: Data and information in this research (2025)

According to Table 1 above, the data that was collected shows that from 2021, Kush
bank managed to make use of financial products at 46.1% while accountability was at
49.2%, in 2022, Eden bank had financial products at 26.4% rate and accountability was at
53% rate and finally, African national bank had financial products at 38.9% and a
whooping accountability usage rate at 57.6%. This data shows that, three selected banks in
Juba, South Sudan as per mentioned years had been able to put into appropriate use both
financial products and accountability for the purpose of increasing performance level in

the banking industry.
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2. Conceptual framework and study hypothesis

Independent Variable

Financial Products

~

\/

HI

e Interest rates
e Loans

- . 1~

\ 5

Accountability
Financial Institution

e Promotes operational

excellence

e Safeguards company’s
resources

H2

e Yields more accurate

1.

Dependent Variable Source: Data and information from this research (2025)

Hypothesis of the Study

Hypothesis 1: Financial products have significant impact on the performance of
Commercial banks in the financial institution in Juba.
Hypothesis 2: Accountability have significant impact on the performance of commercial

banks in the financial institution in Juba.

Impact of financial products in the financial institution especially the commercial
banks

The availability of financial products with commercial banks gives them a
competitive edge on charging little interest on foreign currencies like USD, Euro and Yen
(Poczter and Shapsis, 2018; Pollio and Cirolia, 2022). Therefore, the interest earned here
enables the banks to reserve for future investment as in projects to be launched (Rao,
Kumar, Chavan and Lim, 2023).
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Moreover, bank loans are a convenient way to get extra finance for business growth,
without needing to wait until the business has generated enough profit to fund its expansion
(Robb and Watson, 2012; Soederberg, 2013). It is also argued that financial products
enable large, medium and small enterprises to have access to cash for operating their
businesses (Stef and Ashta, 2023; Trabelsi, Carpenter and Lamine, 2023; Zhang, Wellalage
and Fernandez, 2022).

Mutual funds as financial product to the bank offer an investment pools from so
many investors as it invests it in assets like stocks, bonds, or other securities (Abrar, Hasan
and Kabir, 2021; Beshouri and Gravrak, 2010; Afonso, Morvant-Roux, Guérin and
Forcella, 2017). In addition, mutual funds enable the banks to have diversification or access
to a wider variety of investments than an individual investor could afford to buy (Cémara
and Tuesta, 2014; Agier and Szafarz, 2013; Ferrari, A., Masetti and Ren, 2018; Al-Ameen,
2016).

Impact of accountability in the financial institution especially the commercial banks

Accountability use with banks promotes operational excellence in that when
employees understand that their work is being looked at and evaluated, they are more likely
to put forth stronger effort, as it is understood that what they do matters (Honohan and
Beck, 2007; Altamirano and Beers, 2018; Asare, Beldona and Nketia, 2020).

In addition, accountability in banks not only safeguards company resources but it
is the practice of being honest and responsible for your actions in all situations (Levine,
2005; Ashta, 2009; Asiedu, Freeman and Nti-Addae, 2012). Therefore, when employees
are accountable, they are held to a standard that company resources are to be respected,
and employees are less likely to mistreat company assets, as they understand that there will
be consequences for their actions (Ashta, 2009; Asiedu, Freeman and Nti-Addae, 2012).

With accountability, banks with a standard accountability will have boundaries of
acceptable deviation (Asiedu, Kalonda-Kanyama, Ndikumana and Nti-Addae, 2013;
Assefa, Hermes and Meesters, 2013). For example, a bank may allow for a certain dollar
threshold of financial misstatement due to immateriality, therefore, if a bank holds itself to
a low threshold of materiality, it will not accept larger errors, unexplainable variances, or

delays in reporting (Ashta and Biot-Paquerot, 2018).
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3. Methodology
Research Design
The study adopted the descriptive survey research design where 364 employees

were drawn from three selected banking institutions in South Sudan.

Sample and Sampling Techniques

In this research, non-probability sampling was used for selecting the sample and
distributing the questionnaires. The processed sample size was 6800 participants from
threes selected banking institutions. The sample size was scientifically arrived using

Yamane’s formula:

n=N/1+N(e)*

where: n = sample size

N = the proportion of the study = 6800

e = the margin of error; assumed to be 5%
To calculate the sample size for the study,
n=N/l +N (e)?

n = 6800/1 + 6800 (0.05)*

n=364

However, 360 questionnaires were filled by the respondents but 4 questionnaires were

returned unfilled.

Research Instrument

The instrument used for the study is a self-developed structured questionnaire that
contains two (2) sections: the first section comprises of the bio-data of the respondents
while the second section contains items on the variables observed from the study. The
questionnaire was subjected to a test of face and content validity and its reliability was
ascertained. The reliability of the instrument was determined using Cronbach’s alpha

method coefficient of 0.968 was obtained.
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Data Analysis
Data obtained from the study were analyzed using frequency, scores, percentages,

mean, standard deviation and correlation.

4. Results and analysis
Demographic Information
Gender

The respondents were asked to indicate their gender and the results are shown
below. Table 3 is indicative of the results which were obtained where 77.8% (280) of the
respondents were male and 22.2% (80) were female, thereby indicating that commercial

banks majorly in Juba town has more male employees compared to female employees.

Gender of Respondents

= Male = Female

Figure 4: Gender of Respondents (Survey data, 2025)

4.2.2 Age Group

The respondents were asked to indicate the age group the belonged to and the
results are as shown. Figure 5 shows that 14.4% (52) of the respondents are for 25-34 years
of age, 13.9% (50) are between 35-44 years, 43.9% (158) are between 45-54 years, 15.5%
(55) are between 55-64 years while 12.5% (45) are above 65 years old. This shows that

majority of the respondents are aged between 25 and 34 years.
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Age Group of Respondents
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Figure 5: Age Group of Respondents (Survey data, 2025)

4.2.3 Educational Qualifications

The respondents were asked to indicate educational qualifications they belonged to
and the results are as shown. Figure 6 shows that those who with diploma had 55.5% (200),
bachelor’s degree had 27.8% (100), master’s degree had 10% (36), and finally, doctoral
degree had 6.7 % (24) only. This shows that majority of the respondents had diploma with
55.5%.
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Figure 6: Educational Qualifications Source: Survey data (2025)
4.2.4 Work Experience

The respondents were asked to indicate the number of years they had worked in the
organization and the results are shown below. Figure 7 shows that 15% (54) of the
respondents have worked for less than one year, 16.7% (60) have worked for 1-5 years,
5.6% (20) have worked for 6-10 years, 19.4% (70) have worked for 11-15 years, and
finally, 43.3% (156) have worked for more than 15 years. This shows that majority of the

respondents have worked for more than 15 years.
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Figure 7: Work Experience Source: Survey data (2025)

4.7 Impact of financial Products on Commercial Banks in the Financial Institution
The respondents were asked to rate various financial products factors using the
scale ‘SD = Strongly Disagree, D = Disagree, N = Neutral, A = Agree, SA = Strongly

Agree’. The results of the study were as follows:

4.7.1 Interest Rates

The respondents were asked to indicate whether interest rates are earned as a result
of related transactions and the results are shown. Table 11 shows that 16.4% (59) strongly
disagreed, 5.8% (21) disagreed, 5.6% (20) were neutral, 27.8% (100) agreed while 44.4%
(160) strongly agreed. This indicates that majority of the employees strongly agreed on
interest rate at 44.4%.
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Frequency Cumulative Percent
Valid Strongly Disagree 59 16.4
Disagree 21 5.8
Neutral 20 5.6
Agree 100 27.8
Strongly Agree 160 44.4
Total 360 100.0

Source: Survey Data (2025)

4.7.2 Loans

The respondents were asked to indicate whether there are bank loans to clients
under financial products and the results are shown. Table 12 shows that 16.7% (60)
strongly disagreed, 2.8% (10) disagreed, 8.3% (30) were neutral, 55.5% (200) agreed while
16.7% (56) strongly agreed. This indicates that majority of the employees agreed that there
are bank loans to clients at 55.5% and that majority of them participated perfectly in filling

questionnaires.
Frequency Cumulative Percent
Valid  Strongly Disagree 60 16.7
Disagree 10 2.8
Neutral 30 8.3
Agree 200 55.5
Strongly Agree 60 16.7
Total 360 100.0

Source: Survey Data (2025)

4.7.3 Mutual Funds

The respondents were asked to indicate if mutual fund is a financial product and
the results are shown. Table 13 shows that 19.4% (70) strongly disagreed, 2.8% (10)
disagreed, 5.6% (20) were neutral, 22.2% (80) agreed while 49.4% (180) strongly agreed.
This indicates that majority of the employees strongly agreed that there are mutual funds

and financial product is of greater impact at commercial banks.
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Table 13: Mutual funds

Frequency Cumulative Percent
Valid Strongly Disagree 70 19.4
Disagree 10 2.8
Neutral 20 5.6
Agree 80 22.2
Strongly Agree 180 50.0
Total 360 100.0

Source: Survey Data (2025)

4.8 Impact of Accountability on Commercial Banks in the Financial Institution

The respondents were asked to rate various impact of accountability factors using

the scale ‘SD = Strongly Disagree, D = Disagree, N = Neutral, A = Agree, SA = Strongly

Agree’. The results of the study were as follows:

4.8.1 Job Satisfaction

The respondents were asked to indicate whether there are job satisfaction levels and
the results are shown. Table 14 shows that 11.1% (40) strongly disagreed, 11.1% (40)
disagreed, 5.6% (20) were neutral, 33.3% (120) agreed while 38.9% (140) strongly agreed.
This indicates that majority of the employees have agreed that accountability promotes

operational excellence at commercial banks in Juba.

Table 14: Promotes Operational Excellence

Frequency Cumulative Percent
Valid Strongly Disagree 40 11.1
Disagree 40 11.1
Neutral 20 5.6
Agree 120 333
Strongly Agree 140 38.9
Total 360 100.0

Source: Survey Data (2025)
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4.8.2 Safeguards Company’s Resources

The respondents were asked to indicate whether accountability safeguards
company’s assets are and the results are shown. Table 15 shows that 5.6% (20) strongly
disagreed, 13.9% (50) disagreed, 8.3% (30) were neutral, 30.5% (110) agreed while 41.7%
(150) strongly agreed. This indicates that majority of the employees agree that there are

rewards and recognition aspects at commercial banks in Juba.

Table 15: Safeguards Company’s Resources

Frequency Cumulative Percent
Valid Strongly Disagree 20 5.6
Disagree 50 13.9
Neutral 30 8.3
Agree 110 30.5
Strongly Agree 150 41.7
Total 360 100.0

Source: Survey Data (2025)

4.8.3 Yields More Accurate Results

The respondents were asked to indicate whether accountability yields more
accurate results and the results are shown. Table 16 shows that 5.5% (20) strongly
disagreed, 4.2% (15) disagreed, 4.2% (15) were neutral, 33.6% (121) agreed while 52.5%
(189) strongly agreed. This results show that majority of the employees strongly agreed at

43.8% that accountability yields more accurate results at commercial banks in Juba.
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Table 16: Yields More Accurate Results

Frequency Cumulative Percent
Valid Strongly Disagree 20 5.5
Disagree 15 4.2
Neutral 15 4.2
Agree 121 33.6
Strongly Agree 189 52.5
Total 360 100.0

Source: Survey Data (2025)

4.3 Correlation Between Study Variables
Table 7: Correlations Model

Financial Products Accountability
Financial Products Pearson Correlation 1 .881%
Sig. (2-tailed) .000
N 360 360
Accountability Pearson Correlation .891™ 1
Sig. (2-tailed) .000
N 360 360

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

The correlation table above exhibits the direction and strength among the dependent and
independent variables. It was found out that there exists a positive high correlation between
financial products and accountability to the extent of 88.1% (.881""). Again, there exists the highest
correlation between accountability and financial products to the extent of 89.1% (.8917).

Therefore, both dependent and independent variables had positive high correlations.
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4.4 Coefficient of Determination

Table 8: Coefficient of Determination

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

1 8912 794 793 65276

Source: Information in this research (2025)

In table 3 above, the coefficient of determinant indicates that R? =79.4 %, implying
that independent variable can predict the dependent variable at 79.4 %. Also, the variation
between independent and dependent variable is explained by 79.4 % as a strong positive
relationship and strong negative at adjusted R square. This shows a relationship between
dependent and independent variables. The analysis also shows that financial products is

constant and the dependent is accountability.

4.5 ANOVA of Variables

Table 9: ANOVA

Model Sum of Squares df Mean Square F Sig.

1 Regression 579.779 1 579.779 1360.673 .000°
Residual 150.839 354 426
Total 730.618 355

The ANOVA indicated that there was significant (p<0.05) relationship between
the dependent variable and independent variable. There is no significant difference

between independent and dependent variable with (F = 1360.673).
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4.6 Regression Analysis

Table 10: Regression Model

Standardized
Unstandardized Coefficients = Coefficients
Model B Std. Error Beta t Sig.
1 Financial Products 1.362 144 9.462 .000
Accountability 1.240 .034 .891  36.887 .000

Source: (Data and information from this research, 2025)

Interpretation

The regression table provides the result of constant, coefficient of determination.
Coefficient is the slope of regression line and it explains that 1-unit change in independent
variable will bring how much change in dependent variable. The regression line is: Y =
1.362 x1 + 1.240 x» (The coefficient of determination R? explains how much variation in
the dependent variable is explained by the independent variable). Therefore, the t-statistics
for financial products (t = 9.462) show that more financial products need to be introduced
in order to increase the value its significance to commercial banks in the financial
institution whereas t-statistics for accountability (t = 36.887) is higher up indicating its
positive significance to commercial banks in the financial institution. So, both variables
had positive significant impact on commercial banks in the financial institution according

to analysis of results as shown by t-statistics.

Conclusions

Based on the findings of the study, the following conclusions have been drawn;

1. Based on the survey’s findings, there are more male respondents than female
respondents. The researcher conclude that female respondents are more shy to respond than
male respondents.

2. The researcher conclude that more financial products should be increased to
improve t-statistics significant on commercial banks in the financial institution as well as
boosting productivity. Finally, the researcher also concludes that both financial products
and accountability stands at better t-statistics value as it shows continuous success of

financial performance of banks in South Sudan.
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Implications

This study, which focuses on five important factors—interest rates, loans, mutual
funds, promoting operational excellence, protecting company resources, and producing
more accurate results, confirms recent research findings in the literature regarding the
impact of financial products and accountability on commercial banks in South Sudan.

First, although there is a growing body of research on evaluating financial products
and responsibility, there aren't many empirical studies that look at the concept in relation
to commercial banks. Prior research has been conducted in both Asian and European
contexts. There hasn't been much research done from the viewpoint of African nations. The
market is dynamic and competitive in South Sudan, one of the world's newest economies,
where the data was collected. The final goal of this work was to investigate the relationship
between financial products and accountability, as the present research is still equivocal.

In addition, key financial innovation policies used in South Sudanese banks to
enhance banking efficiency and operation are as mentioned herein; Sci-Tech Finance
(Technology) policies aim to speed up financing for banking and other financial technology
sectors, including broadening venture capital sources, and increasing science spending by
10%.

Green Finance is another banking financial innovation policy that initiatives
support the "dual-carbon" objectives, with 17.1% of South Sudanese banks' credit balance
allocated to green projects in 2022. Digital Finance and Infrastructure is also another
financial innovation policy in South Sudanese banks for expansion of digital payment
platforms and widespread pilot programs for the central bank's digital currency are central
to these efforts.

Inclusive and Pension Finance as financial innovation policy for South Sudanese
banks focused on broadening access to financial services and strengthening financial
stability.

Finally, the study's managerial implications primarily center on enhancing the impact of
financial products and accountability on commercial banks in the financial institution in
South Sudan.

Limitations of the study

Some intended individuals in the study declined to offer any information by
refusing to respond to the questionnaires that were delivered to them. It's possible that some
crucial information was left out by the non-respondents, which would have caused response

bias in the current investigation.
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Additionally, the study's sample size was quite tiny, which resulted in the limited
results used in this investigation.

Furthermore, Juba City, where commercial banks operate differently than in rural
regions, was the site of the current study. It's thought that things might have turned out
differently if this study had been carried out in a different South Sudanese city because
most localities have limited resources when it comes to obtaining research inputs. Such

variances may restrict the findings' generalizability and diminish their use.

Future research/studies

In order for scholars and researchers to have a more thorough understanding of
this study, more research on this topic is necessary to improve knowledge of the impact
of financial products and accountability in financial institutions, whether in South Sudan
or abroad. It is advised that similar studies use big data for thorough analysis and study

results.

Disclosure statement: The authors declare no conflict of interest.

Funding: The authors received no financial support for the research, authorship, and/or
publication of this article.

Institutional Review Board Statement: Not applicable.

Informed Consent Statement: Not applicable.

References

Abrar, A., Hasan, 1., & Kabir, R. (2021). Finance-growth nexus and banking efficiency:
The impact of microfinance institutions. Journal of Economics and Business, 114,
105975. https://doi.org/10.1016/j.jeconbus.2020.105975

Beshouri, C. P., & Gravrik, J. (2010). Capturing the promise of mobile banking in
emerging markets. McKinsey Quarterly, 3(8), 1-10.

Afonso, J. S., Morvant-Roux, S., Guérin, 1., & Forcella, D. (2017). Doing good by doing
well? Microfinance, self-regulation and 'borrowers’ over-indebtedness in the
Dominican Republic. Journal of International Development, , 919-935.
https://doi.org/10.1002/jid.3244

(117-122)


https://doi.org/https:/doi.org/10.1016/j.jeconbus.2020.105975
https://doi.org/10.1016/j.jeconbus.2020.105975
https://doi.org/10.1002/jid.3244

Journal of Modern Management Vol. 3 No. 4 (October - December 2025)

Céamara, N., & Tuesta, D. (2014). Measuring financial inclusion: A multidimensional
index. BBVA Research Paper, 2014, no 14/26.

Agier, 1., & Szafarz, A. (2013). Microfinance and gender: Is there a glass ceiling on loan
size? World Development, 165—181.
https://doi.org/10.1016/j.worlddev.2012.06.016

Ferrari, A., Masetti, O., & Ren, J. (2018). Interest rate caps: The theory and the practice.
World Bank Policy Research Working Paper N° 8398.

Al-Ameen, A. (2016). Implementing Islamic microfinance in Nigeria: A matter of equity
and social justice. Journal of Sustainable Development Law and Policy, 211-246.
https://doi.org/10.4314/jsdlp.v7i2.10

Honohan, P., & Beck, T. (2007). Making finance work for Africa., World Bank
Publications.

Altamirano, A., & Beers, C. (2018). Frugal innovations in technological and institutional
infrastructure: Impact of mobile phone technology on productivity, public service
provision and inclusiveness. The European Journal of Development Research,
84-107. https://doi.org/10.1057/s41287-017-0115-2

Asare, E. K., Beldona, S., & Nketia, J. (2020). The principal, the agent, and the culture:
Potential impacts of culture on financing contracts. The International Trade
Journal, 30-54. https://doi.org/10.1080/08853908.2019.1693450

Levine, R. (2005). Finance and growth: Theory and evidence. Handbook of Economic
Growth, 1, 865-934.

Ashta, A. (2009). Microcredit capital flows and interest rates: An alternative
explanation. Journal of Economic Issues (M.E. Sharpe Inc), 661-684.
https://doi.org/10.2753/JE10021-3624430305

Asiedu, E., Freeman, J. A., & Nti-Addae, A. (2012). Access to credit by small businesses:
How relevant are race, ethnicity, and gender? American Economic Review, 532—
537. https://doi.org/10.1257/aer.102.3.532

Asiedu, E., Kalonda-Kanyama, I., Ndikumana, L., & Nti-Addae, A. (2013). Access to
credit by firms in Sub-Saharan Africa: How relevant is gender? American
Economic Review, 293-297. https://doi.org/10.1257/aer.103.3.293

Assefa, E., Hermes, N., & Meesters, A. (2013). Competition and the performance of
microfinance institutions. Applied Financial Economics, 767-782.
https://doi.org/10.1080/09603107.2012.754541

(118-122)


https://doi.org/10.1016/j.worlddev.2012.06.016
https://doi.org/10.4314/jsdlp.v7i2.10
https://doi.org/10.1057/s41287-017-0115-2
https://doi.org/10.1080/08853908.2019.1693450
https://doi.org/10.2753/JEI0021-3624430305
https://doi.org/10.1257/aer.102.3.532
https://doi.org/10.1257/aer.103.3.293
https://doi.org/10.1080/09603107.2012.754541

Journal of Modern Management Vol. 3 No. 4 (October - December 2025)

Ashta, A., & Biot-Paquerot, G. (2018). Fintech evolution: Strategic value management
issues in a fast-changing industry. Strategic Change, 301-311.
https://doi.org/10.1002/jsc.2203

Ashta, A., & Fall, N. S. (2012). Institutional analysis to understand the growth of
microfinance institutions in West African economic and monetary
union. Corporate Governance: The International Journal of Business in Society,
441-459. https://doi.org/10.1108/14720701211267793

Barth, J. R., Caprio, G., Jr,., & Levine, R. (2004). Bank regulation and supervision: What
works best? Journal of Financial Intermediation, 205-248.
https://doi.org/10.1016/}.j£1.2003.06.002

Beck, T., Demirgiic-Kunt, A., & Levine, R. (2006). Bank concentration, competition, and
crises: First results. Journal of Banking & Finance, 1581-1603.
https://doi.org/10.1016/j.jbank{in.2005.05.010

Caballero-Montes, T., Godfroid, C., & Labie, M. (2021). Are interest rate caps a relevant
tool to cool down overheating microfinance markets? Strategic Change, 319-330.
https://doi.org/10.1002/jsc.2426

Chinoda, T., & Mashamba, T. (2021). Fintech, financial inclusion and income inequality
nexus in Africa. Cogent Economics & Finance.
https://doi.org/10.1080/23322039.2021.1986926

Demirgii¢-Kunt, A., & Klapper, L. (2013). Measuring financial inclusion: Explaining
variation in use of financial services across and within countries. Brookings
Papers on Economic Activity, 279-340. https://doi.org/10.1353/eca.2013.0002

Ledgerwood, J., & Gibson, A. (2013). The evolving financial landscape.

D’Espallier, B., Hudon, M., & Szafarz, A. (2013). Unsubsidized microfinance
institutions. Economics Letters, 174—176.
https://doi.org/10.1016/j.econlet.2013.04.021

Fairlie, R. W., & Robb, A. M. (2009). Gender differences in business performance:
Evidence from the characteristics of business owners survey. Small Business
Economics, 375-395. https://doi.org/10.1007/s11187-009-9207-5

Galvez-Sanchez, F. J., Lara-Rubio, J., Verdu-Jover, A. J., & Meseguer-Sanchez, V.
(2021). Research advances on financial inclusion: A bibliometric
analysis. Sustainability, 3156. https://doi.org/10.3390/sul3063156

(119-122)


https://doi.org/10.1002/jsc.2203
https://doi.org/10.1108/14720701211267793
https://doi.org/10.1016/j.jfi.2003.06.002
https://doi.org/10.1016/j.jbankfin.2005.05.010
https://doi.org/10.1002/jsc.2426
https://doi.org/10.1080/23322039.2021.1986926
https://doi.org/10.1353/eca.2013.0002

Journal of Modern Management Vol. 3 No. 4 (October - December 2025)

Gupta, V. K., Turban, D. B., Wasti, S. A., & Sikdar, A. (2009). The role of gender
stereotypes in perceptions of entrepreneurs and intentions to become an
entrepreneur. Entrepreneurship Theory and Practice, 397-417.
https://doi.org/10.1111/j.1540-6520.2009.00296.x

Olivares-Polanco, F. (2005). Commercializing microfinance and deepening outreach?
Empirical evidence from Latin America. Journal of Microfinance/ESR Review, 7,
5.

Guha, B., & Chowdhury, P. R. (2014). Borrower targeting under microfinance
competition with motivated microfinance institutions and strategic
complementarity. The Developing Economies, 211-240.
https://doi.org/10.1111/deve.12047

Hampton, A., McGowan, P., & Cooper, S. (2011). Developing quality in female high
technology 'entrepreneurs’ networks. International Journal of Entrepreneurial
Behavior & Research, 588—606. https://doi.org/10.1108/13552551111174684

Hornuf, L., Klus, M. F., Lohwasser, T. S., & Schwienbacher, A. (2021). How do banks
interact with fintech startups? Small Business Economics, 1505-1526.
https://doi.org/10.1007/s11187-020-00359-3

Hussain, H. L., Kot, S., Kamarudin, F., & Wong, C. M, (2020). The nexus of competition,
freedom and the efficiency of microfinance institutions. Journal of
Competitiveness, 67-89. https://doi.org/10.7441/j0c.2020.02.05

Iddrisu, K., Abor, J. Y., & Banyen, K. T. (2022). Fintech, foreign bank presence and
inclusive finance in Africa: Using a quantile regression approach. Cogent
Economics & Finance, 2157120. https://doi.org/10.1080/23322039.2022.2157120

Im, K. S., Pesaran, M. H., & Shin, Y. (2003). Testing for unit roots in heterogeneous
panels. Journal of Econometrics, 53—74. https://doi.org/10.1016/S0304-
4076(03)00092-7

Khan, A., Ahmad, A., & Shireen, S. (2021). Ownership and performance of microfinance
institutions: Empirical evidence from India. Cogent Economics & Finance, 1-20.
https://doi.org/10.1080/23322039.2021.1930653

Sahay, R., Cihak, M., N’Diaye, P., & Barajas, A. (2015). Rethinking financial deepening:
stability and growth in emerging markets. Revista De Economia Institucional, 17,
73-107.

(120-122)


https://doi.org/10.1111/j.1540-6520.2009.00296.x
https://doi.org/10.1016/S0304-
https://doi.org/10.1016/S0304-

Journal of Modern Management Vol. 3 No. 4 (October - December 2025)

Koloma, Y. (2021). Financial inclusion and entrepreneurship willingness of youth:
Evidence from Mali. African Development Review, 263-275.
https://doi.org/10.1111/1467-8268.12539

Kwong, C., Jones-Evans, D., & Thompson, P. (2012). Differences in perceptions of
access to finance between potential male and female entrepreneurs. International
Journal of Entrepreneurial Behavior & Research, 75-97.
https://doi.org/10.1108/13552551211201385

Marlow, S., & Carter, S. (2004). Accounting for change: Professional status, gender
disadvantage and self-employment. Women in Management Review, 5—17.
https://doi.org/10.1108/09649420410518395

Mashamba, T., & Gani, S. (2023). Fintech, bank funding, and economic growth in Sub-
Saharan Africa. Cogent Economics & Finance, 2225916.
https://doi.org/10.1080/23322039.2023.2225916

Mclntosh, C., & Wydick, B. (2005). Competition and microfinance. Journal of
Development Economics, 78, 271-298.
https://doi.org/10.1016/j.jdeveco.2004.11.008

Milana, C., & Ashta, A. (2020). Microfinance and financial inclusion: Challenges and
opportunities. Strategic Change, 29, 257-266. https://doi.org/10.1002/js¢c.2339

Sarma, M. (2012). Index of financial inclusion—A measure of financial sector
inclusiveness. Centre for International Trade and Development. School of
International Studies Working Paper Jawaharlal Nehru University.

Nguena, C.-L. (2019). On financial innovation in developing countries: The determinants
of mobile banking and financial development in Africa. Journal of Innovation
Economics & Management, 29, 69—94. https://doi.org/10.3917/;1e.029.0069

Orser, B. J., Riding, A. L., & Manley, K. (2006). Women entrepreneurs and financial
capital. Entrepreneurship Theory and Practice, 30, 643—665.
https://doi.org/10.1111/5.1540-6520.2006.00140.x

Pham, T., & Talavera, O. (2018). Discrimination, social capital, and financial constraints:
The case of Viet Nam. World Development, 102, 228-242.
https://doi.org/10.1016/j.worlddev.2017.10.005

Poczter, S., & Shapsis, M. (2018). Gender disparity in angel financing. Small Business
Economics, 51, 31-55. https://doi.org/10.1007/s11187-017-9922-2

(121-122)


https://doi.org/10.1111/1467-8268.12539
https://doi.org/https:/doi.org/10.1016/j.worlddev.2017.10.005

Journal of Modern Management Vol. 3 No. 4 (October - December 2025)

Pollio, A., & Cirolia, L. R. (2022). Fintech urbanism in the startup capital of
Africa. Journal of Cultural Economy, 15, 508-523.
https://doi.org/10.1080/17530350.2022.2058058

Rao, P., Kumar, S., Chavan, M., & Lim, W. M. (2023). A systematic literature review on
SME financing: Trends and future direction. Journal of Small Business
Management, 61, 1247-1277. https://doi.org/10.1080/00472778.2021.1955123

Robb, A. M., & Watson, J. (2012). Gender differences in firm performance: Evidence
from new ventures in the United States. Journal of Business Venturing, 27, 544—
558. https://doi.org/10.1016/j.jbusvent.2011.10.002

69. Soederberg, S. (2013). Universalising financial inclusion and the securitisation of
development. Third World Quarterly, 593—-612.
https://doi.org/10.1080/01436597.2013.786285

Stef, N., & Ashta, A. (2023). Dynamics in environmental legislation. International
Review of Law and Economics, 76, 106170.
https://doi.org/10.1016/j.irle.2023.106170

Trabelsi, D., Carpenter, M., & Lamine, W. (2023). The primacy of innovation in the
development of responsible and sustainable finance. Journal of Innovation
Economics & Management, 1-15. https://doi.org/10.3917/j1e.041.0001

Zhang, D., Wellalage, N. H., & Fernandez, V. (2022). Environmental assurance, gender,
and access to finance: Evidence from SMEs. International Review of Financial
Analysis, 83, 102326. https://doi.org/10.1016/j.irfa.2022.102326

(122-122)


https://doi.org/10.1080/17530350.2022.2058058
https://doi.org/10.1080/01436597.2013.786285
https://doi.org/https:/doi.org/10.1016/j.irle.2023.106170
https://doi.org/10.1016/j.irle.2023.106170
https://doi.org/10.3917/jie.041.0001

Journal of Modern Management Vol. 3 No. 4 (October - December 2025)

Commuting Patterns and Teachers’ Disposition to Work in Public
Secondary Schools in Education District I, Lagos State

Akeem A. Adekunle'and Jacob A. Adeyanju’®
Department of Educational Management
Faculty of Education University of Lagos
Akoka-Yaba, Lagos State, Inigeria
aaadekunle@unilag.edu.ng & jadeyanju@unilag.edu.ng

Received 21 August, 2025
Revised 24 December, 2025
Accepted 27 December, 2025

Abstract

Commuting issues in heavily populated cosmopolitan areas like Lagos are of great concern
to different stakeholders in Education. This is due to the implications on Professionalism
and task accomplishment of teachers. This study, therefore, investigated the commuting
patterns and the disposition of teachers to work in public secondary schools in Lagos State,
Nigeria. The study sought to achieve three objectives, provided answers to two research
questions and tested one hypothesis at o = 0.05 level of significance. A descriptive survey
research design was adopted for the study. The population comprised 5200 teachers in all
78 public secondary schools in the District. In this study, the sample size comprised 300
public secondary school teachers selected from 30 schools using a multi-stage sampling
procedure. The instrument used for data collection was a self-designed, structured,
validated and reliable (r = 0.96) Questionnaire titled “Commuting Pattern and Teachers'
Work Disposition Questionnaire” (CPTWDQ), which was made up of three sections. We
analysed our data using Descriptive statistics to answer the research questions, while
Multiple Regression Analysis was used to test the hypothesis at 0.05 confidence level. The
results showed that the majority of teachers commuted long distances of 21 kilometres and
above; teachers’ disposition to work was moderately average; and that commuting time and
mode of transportation significantly predicted work disposition, while commuting distance
did not. It was recommended among others that Governments should prioritise
improvements in the public transportation system and road networks, particularly in urban
and semi-urban areas where most commuting challenges are concentrated. Schools should
explore the possibility of flexible working hours for teachers, especially those travelling
long distances or from traffic-prone zones, to mitigate the effects of commuting time.
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Introduction
The teacher is undoubtedly an indispensable factor in enhancing the academic

achievement of learners. The efficacy and productivity of an educational system has the
tendency of being connected to the standard and general frame of mind of its teachers. In
Nigeria, particularly in Lagos State, public secondary schools are continually faced with a
multitude of challenges that impact the performance of teachers and, consequently,
students’ learning outcomes. A frequently neglected but very germane factor determining
teachers' effectiveness and general disposition to work is the distance they travel daily from
their residential locations to their places of work, including the means of transportation,
commuting duration and cost of transportation, otherwise known as commuting patterns.

Commuting distance is the distance usually covered by an employee in kilometres
to and from their place of abode and workplace. It is the distance travelled by workers from
their places of residence to their workplaces. Mrope (2023) submitted that workers usually
travel from their residences and places of work, and generally, the proportion of
employees’ commuting distance from home to places of work all over the world is on the
rise. For example, a cursory look at the commuting distance in different countries showed
that it varies from one country to another and specifically, in developing countries, Emre
and Elci (2015) posited that commuting distances to workplaces are undoubtedly on the
increase due to the continuous overcrowding nature of cities and towns. In Nigeria, notably
Lagos State, a large number of inhabitants had to travel between five and 20 kilometres
daily. Precisely, 75% of residents covered this distance for various reasons, including work,
social functions and shopping (Osoba, 2015). Though this finding was made about 10 years
ago, the situation appears to be similar. Commuting distance has been discovered to exert
influence on employees’ work behaviour, frame of mind, intensity of exhaustion,
punctuality, and general job fulfilment across different professions. Within the school
system, the implications are even more deeply felt. Mrope (2023) contended that workers
who commute long distances are not regular at work and consequently, close to 20% of
such a workforce are always absent at work compared to employees that stayed close to
their places of work. Teachers who engage in long-distance travel to their schools have the
tendency to be faced with heightened stress, truancy, lateness to school, and lukewarm
attitudes towards academic-related activities. In the long run, these concerns may result in
burnout, which is detrimental to their enthusiasm, dedication and work ethic with respect
to the learners and co-workers.
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Commuting time and transportation options are essential factors determining the
day-to-day activities of an individual, job performance, and living conditions. The
correlation between commuting patterns and means of transportation can be linked to
different factors, such as town planning, physical resources, social class, and accessibility
of mass transit systems.

A prolonged period of commuting is typically connected with unsatisfactory
consequences, such as heightened tension, less time for relaxation, and diminishing general
conditions of health (Chatterjee et al., 2020). Conversely, brief travels, especially those
that are energy-consuming like trekking or biking, are associated with a greater percentage
of physical exercise and enhanced emotional well-being (Martin et al., 2014).

The available transportation options are to a great extent the determinants of

commuting time. For instance, in some cities, passengers using commercial transport or
mass transit always spend a longer time moving from one place to another, as opposed to
those who travel in private vehicles, mostly because of the delays occasioned by the
waiting, transfers, and detours (Zhao et al., 2019).
Effective town planning that encourages transit-oriented developments and investment in
a well-organised mass transit system can greatly reduce average commute periods and
foster endurable transportation options (Cervero and Murakami, 2010). The urban
expansion brings about the need for the recognition and dealing with the dynamics of the
commuting period, and the means of transportation are crucial to the enhancement of
sustainable and dispassionate urban areas.

As the hub of commercial activities in Nigeria, Lagos State is known to be
distinguished by acute gridlock, unpredictable mass transit systems, and extended periods
of journey. Public secondary school teachers, in many instances, regularly pass through
these difficulties, irrespective of their residential location, both within the state and the
adjoining localities. The consequence is a conceivable decrease in their propensity to work,
which may lead to classroom disengagement, decreased involvement in non-academic
activities, and indifference in taking up supplementary roles, which is a reflection of their
disposition to work. The commuting patterns in the State, therefore, differ greatly, owing
to the wide range of formation of the city, traffic congestion, and different modes of
transportation.
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Teachers' disposition to work involves perspectives, mindsets, and dedication as
regards their job responsibilities, including punctuality, passion, willingness to involve
students in the teaching and learning process, as well as getting involved in school
programmes and events. A worthwhile disposition is essential for the attainment of
functional educational outcomes. It is the individual’s inherent tendencies, attitudes and
values that influence their behaviour and performance in the workplace. This concept
encompasses internal qualities such as motivation, responsibility and adaptability, which
are crucial for effective professional conduct. According to Adeniyi (2020), disposition is
a dominating characteristic, a state of mind or predisposition. He further portrays
disposition as the teachers’ readiness and capacity to regularly exhibit ethical conduct,
caution, courtesy, and unceasing interaction with students.

The impact of teachers’ dispositions on the extent of their involvement in the
assigned responsibilities, with colleagues, and the school environment cannot be
underestimated. Favourable dispositions may give rise to teamwork, principled decision-
making and persistence, no matter the situation. On the other hand, unfavourable
dispositions may inhibit service delivery and a positive work atmosphere. Therefore, the
nature of teachers’ work disposition will go a long way in enhancing the improvement of
the school system and job fulfilment.

Studies have shown the relationship between commuting distance and teachers’ job
performance. For instance, Amponsah-Tawiah et al. (2016) reported that long-distance
travel to and from work resulted in a reduction in job fulfilment and heightened burnout.
With regards to the school system, this circumstance is especially worrisome due to its
effects on both the welfare of teachers and students’ learning outcomes. Furthermore,
another study by Ofoegbu (2018) showed that Nigerian teachers serving in the metropolis
most of the time spend between two and four hours on a daily basis travelling to and from
work, which cuts down the time for lesson preparation and self-improvement. Likewise,
Adewale and Bolarinwa (2020) contended that the hardship and emotional burden
associated with commuting result in persistent truancy and a reduction in collaborative
learning.

Ogunyemi (2021), in a study on commuting-related stress and teachers’ job
contentment in South-West Nigeria, established a significant negative correlation between
commuting distance and teachers' job fulfilment and punctuality to schools. Specifically,
teachers, whose commuting distance was over an hour per day, reported burnout twofold
compared to those who travel short distances to and from home to work. Afolabi and
Babalola (2022) explored the municipal transportation problems faced by teachers and
reported that prolonged travel duration significantly engendered teachers’ absenteeism and
less involvement in school activities. The study drew attention to the fact that traffic
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congestion, which is characteristic of Lagos, aggravated the problem; thus, commuting
distance became a serious concern in educational planning.

In a study carried out in South Africa by Nkosi (2019), it was reported that teachers
who engaged in longer commuting distances were less devoted to their jobs and recorded
a higher rate of absenteeism than their colleagues inhabiting the vicinity of the schools.

The foregoing is an indication that commuting distance is a global phenomenon
determining teachers’ disposition to work; notwithstanding, the intensity of the influence
may differ based on some circumstances.

This study is anchored on the Job Demand-Resources (JD-R) Model, which was
developed by Arnold Bakker and Evangelia Demerouti in 2006. The model suggests that
when the job demand is high and job resources are low, stress and exhaustion. On the other
hand, the more rewarding a job is, the less the impact of the job demands. Job Demands—
Resources (JD-R) theory provides explanations on the effect of the work environment on
employees’ general state of affairs and task accomplishment A fundamental postulation in
JD-R theory is that although, workers are engaged in different areas of human endeavours,
such as educational realms, industrial sector, transportation, or financial affairs, their work
identities can be categorised into two. These are job demands and job resources. Job
demands are the aspects of the job requiring continuous effort and have physiological and
emotional implications. In contrast, job resources refer to the parts of the job that are
connected to the attainment of job-oriented goals, lessen job demands and the related costs,
and enhance self-improvement.

The Job Demand-Resources (JD-R) Model is relevant to this study in the sense that
job demands (for instance, long commutes, complex mode of transportation, stressful
commute and high cost of transportation) can be debilitating and demotivating, except that
they are compensated by appropriate job resources (institutional support). Concerning
teachers, longer commuting distances may therefore serve as a "demand" that adversely
impacts their Physical and psychological preparedness for outstanding job performance.

Statement of the Problem

The standard of education provided in public secondary schools in Lagos State, like
every other state in Nigeria, is, to a large extent, hinged on the performance and mindset
of teachers. However, the increasing worries among stakeholders are the obvious reduction
in teachers' punctuality, enthusiasm, and general mood and attitudes towards their work.
Although many reasons could be attributable to this trend, the matter of commuting
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distance appears to have been persistently under-investigated, particularly in the
circumstance of distinctive logistical issues in Lagos State.

A large number of teachers in the State cover long distances to and from home and
school every day, frequently grappling with gridlocks, unreliable urban transport services,
and the physical and psychological burnout occasioned by the said strenuous trips. These
situations have implications not only on their punctuality but also on their well-being, job
fulfilment, and readiness to be purposefully involved with students and programmes of the
schools. An unpunctual, worn-out and disillusioned teacher is unlikely to teach effectively,
take part in other schools’ programmes, or display the required high measure of dedication
towards the promotion of a supportive school atmosphere.

Furthermore, in spite of the apparent implications of prolonged and exhausting
journeys on teacher effectiveness, there seems to be a dearth of data-driven research in
Lagos State that comprehensively explores the influence of commuting distance on
teachers' disposition to work. The majority of policies and interventions directed towards
the improvement of learning outcomes, in most cases, neglect logistical-related concerns;
rather, emphases are laid on factors resident in schools, like physical resources, capacity
building, and curriculum issues.

Consequent upon the foregoing, there is therefore, the need to explore the
relationship between commuting distance and teachers' disposition to work in public
secondary schools in Lagos State, hence, this study. Objectives of this study were (i) to
determine the average commuting distance for teachers in public secondary schools, (i1) to
investigate the level of teachers' disposition to work in the schools, and (ii1) to explore the
joint contributions of commuting patterns (commuting distance, commuting time and mode
of transportation) on teachers' disposition to work in the schools.

Objectives of the Study
1. To determine the average commuting distance for teachers in public secondary
schools in Education District I of Lagos State.
2. To investigate the level of teachers' disposition to work in the schools.
3. To explore the joint contributions of commuting patterns (commuting distance,
commuting time and mode of transportation) on teachers' disposition to work in the
schools.

Research Questions
1. What is the average commuting distance for teachers in public secondary schools
in Education District I, Lagos State?
2. What is the level of teachers' disposition to work in the schools?
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Research Hypotheses

There is no significant joint and relative contributions of commuting patterns
(commuting distance, commuting time and mode of transportation) on teachers' disposition
to work in the schools.

Research Methodology

This study adopted a descriptive survey research design. This design was
considered appropriate as it allowed the researcher to collect and analyse data to describe
and interpret the relationship between commuting patterns and teachers’ disposition to
work in public secondary schools in Education District 1, Lagos State. The population
comprised all the 5200 teachers in all the 78 public secondary schools in the three Local
Government Areas, namely: Agege, Alimosho, and Ifako-ljaiye, making up Education
District I, Lagos State. The sample size of this study comprised 300 public secondary
school teachers selected from 30 schools using a multi-stage sampling procedure. The first
stage involved the categorisation of schools based on location using a stratified sampling
technique. The second stage involved the selection of 30 schools (representing
approximately 38% of the schools) using random sampling. At the third stage, 10 teachers
were randomly selected from each school, using a disproportionate sampling technique.
This sampling approach ensured broad representation across different commuting patterns
and school environments. The instrument used for data collection was a self-designed,
structured Questionnaire titled “Commuting Pattern and Teachers’ Work Disposition
Questionnaire” (CPTWDQ), which was made up of three sections. Section A sought
information on the personal characteristics of the participants (such as age, gender, years
of experience, and residential location). Section B was made up of 10 items, which elicited
responses on commuting Patterns (e.g., distance travelled, mode of transportation,
commuting time, transportation costs), while Section C contained eight items that obtained
information on teachers’ Disposition to work (including punctuality, absenteeism, job
satisfaction, commitment levels). Items in Section C were rated on a 5-point Likert scale
ranging from "Strongly Disagree" (1) to "Strongly Agree" (5). Face and Content validity
of the instrument were established by subjecting the questionnaire to expert review by three
specialists in Educational Management, as well as the Department of Measurement and
Evaluation. Necessary modifications were made based on their feedback.

The reliability of the instrument was determined through a pilot study carried out
using 45 teachers in two public secondary schools outside the district under study using the
test—retest method. Cronbach’s Alpha was used to calculate the internal consistency, and a
coefficient of 0.96 was obtained. With this high level of coefficient obtained, the
instrument was adjudged reliable enough to be used for the study. The services of four
trained research assistants were enlisted for data collection in all the sampled schools.
Repeated visits were made to all the schools, and collection of data collection was done
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within a period of four weeks. Data collected were analysed using Descriptive statistics
(mean, standard deviation, frequency counts, and percentages) to answer the research
questions, while Multiple Regression Analysis was used to test the hypothesis at o = 0.05
confidence level.

Results
Answers to Research Questions
Research Question 1
What is the average commuting distance for teachers in public secondary schools
in Education District I, Lagos State?

Table 1

Commuting Distance for Teachers in Public Secondary Schools
Distance Range (km) Frequency (n) Percentage (%) Mean SD
0-5 20 6.70 2.50 5.43
6-10 40 13.30 8.00 6.64
11-15 60 20.00 13.00 5.08
16-20 80 26.70 18.00 7.15
21 and above 100 33.30 23.00 5.32
Overall 300 100 12.90 5.92

Table 1 shows that the majority of teachers (33.3%) commuted 21 kilometres and
above, followed by 26.7% who commuted 16-20 km, then 20% commuted between 11 and
15 km, 13.3% commuted between 6 and 10 km, while 6.7% of teachers commuted between
0 and 5 km, indicating that majority of teachers commuted long distances. The mean
commuting distance is 11.60km, which suggests that, on average, teachers' places of abode
were about 12 km from their schools. The standard deviation is 5.92 km, implying a
moderate variation in commuting distances among teachers. Most teachers resided
considerably far away from their schools. The variation suggests that a great deal of
teachers experienced longer commuting times, which could have implications on their
punctuality, exhaustion, and general work fulfilment.
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Research Question 2
What is the level of teachers' disposition to work in the schools?

Table 2
Level of Teachers' Disposition to Work

Disposition Level Frequency (n) Percentage (%) Mean SD

Very Low 50 16.70 5.52 2.32
Low 85 28.30 4.36 3.57
Moderate 90 30.00 6.04 1.05
High 45 15.00 5.61 2.67
Very High 30 10.00 4.84 2.13
Overall 300 100 5.3 2.35

Table 2 shows that 15% of teachers expressed a high disposition to work, 10%
reported very high disposition to work, 30% had a moderate disposition, 28.3 % reported
a low disposition, while 16.7 % had a very low disposition. The mean disposition score is
5.30 (on a scale of 1 to 5), which falls slightly above the midpoint, indicating an overall
favourable work disposition. The standard deviation of 2.35 reflects some spread in
responses, indicating a mix of highly motivated and less motivated teachers. Generally,
teachers were inclined to have a moderately favourable disposition towards their work in
public schools.

Test of Hypothesis
There is no significant joint and relative contributions of commuting patterns
(commuting distance, commuting time and mode of transportation) on teachers' disposition

to work in the schools.

A Multiple Regression Analysis was conducted to examine whether commuting
distance, commuting time, and mode of transportation significantly predicted teachers’
disposition to work (Tables 3 and 4).

Table 3

Contributions of Commuting Patterns to Teachers’ Disposition to Work

Variable Mean SD
Disposition to Work 5.30 2.35
Commuting Distance (km) 12.90 5.92
Commuting Time (minutes) 45.1 15.3
Mode of Transportation 0.46 0.5
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Table 3 showed that employees generally showed a favourable work disposition,
with a mean of 5.30. The standard deviation of 2.35 indicated some variability in attitudes,
suggesting that while most employees are engaged, a subset may be less motivated or
satisfied.

Furthermore, a typical employee commutes 12.90 kilometres. The moderate spread
in distances (SD = 5.92) suggests a mix of short and long commutes, which may impact
punctuality, fatigue, and job satisfaction.

Commute times are relatively long, with a wide range of 45.1 minutes. This variability may
reflect differences in traffic conditions, transportation modes, or geographic dispersion of
employees.

This binary variable represents transportation type (e.g., 0 = public transport, 1 =
private vehicle). A mean of 0.46 suggests that 46% of employees use private vehicles,
while 54% rely on public transport. The equal standard deviation confirms a near-even
split, which may have implications for infrastructure planning and employee accessibility.

Commuting Time (minutes): Mean: 45.1 minutes, SD: 15.3. This is suggestive of the fact
that teachers spend an average of 45 minutes commuting, with some variation (£15
minutes). This is a substantial daily time investment, especially if it's not productive or
restful. The implication is that extended commuting time may contribute to stress, lateness,
and reduced enthusiasm, thereby influencing work disposition negatively.

Mode of Transportation: Mean: 0.46, SD: 0.5. This variable is binary-coded (i.e., 0 =
public transport, 1 = private vehicle). A mean of 0.46 suggests that less than half of the
teachers use private vehicles, while the majority rely on public or shared transport. The SD
of 0.5 reflects a balanced spread between the two modes. The implication is that the mode
of transportation affects comfort, reliability, and control over commuting. Those using
public transport may face delays or overcrowding, which can negatively impact their
disposition to work. In summary, together, these commuting indices provide a picture of
the daily travel burden teachers face. The data suggest that: many teachers endure long and
variable commutes; a significant portion relies on less predictable transport modes; and
that these factors likely contribute to variations in teachers’ disposition to work, as reflected
in the relatively high SD (2.35) for that variable
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Model R R2 Adj.R> F P
1 0.42 0.18 0.17 21.6 0.001

Coefficients Table

Variables B SEB B t P

Constant 27.21 1.93 — 14.1 0.001
Commuting Distance 0.12 0.08 0.09 1.5 0.135
Commuting Time -0.18 0.04 -0.28 -4.5 0.001
Mode of Transportation 2.3 0.8 0.19 2.88 0.004

F=21.6, P =0.001: The overall regression is statistically significant, so the set of
predictors explains more variance than would be expected by chance.

The overall model was statistically significant, F3 206 = 21.63, P < 0.001, and
accounted for approximately 18% of the variance in disposition to work (R* = 0.18,
Adjusted R* = 0.17). With regard to relative contributions, commuting time significantly
predicted disposition to work, g = —.28, t = —4.50, P < 0.001, indicating that longer
commuting time was associated with lower disposition to work. Mode of transportation
also significantly predicted disposition to work, £ = 0.19, r = 2.88, P = 0.004, suggesting
that those who used private cars reported more favourable disposition to work. However,
commuting distance did not significantly predict disposition to work, = 0.09, t = 1.50, P
=0.135.

More explanation for regression
Commuting Distance

e Unstandardized coefficient B = 0.12: Each additional kilometre in commuting
distance is associated with an average increase of 0.12 points in disposition-to-
work, holding other variables constant.

e SEB=0.08;t=1.5; P=0.135: The effect is small and not statistically significant
at conventional levels (p > 0.05), so there is insufficient evidence that commuting
distance has a reliable effect on disposition in this sample.

e Standardised B = 0.09: The standardised effect size is very small.

Commuting Time

e Unstandardized coefficient B = -0.18: Each additional minute of commute is
associated with an average decrease of 0.18 points in disposition-to-work, holding
other variables constant.

e SEB=0.04;t=-4.5; P=0.001: The negative effect is statistically significant and
unlikely due to chance.
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o Standardised B =-0.28: The standardised effect is moderate in magnitude and is the
strongest predictor in the model in absolute terms.

Mode of Transportation

o Unstandardized coefficient B = 2.3: Moving from the reference transport mode to
the coded mode (likely 0 — 1) is associated with an average increase of 2.3 points
in disposition-to-work, holding other variables constant.

e SEB=0.8;t=2.88; P=0.004: This positive effect is statistically significant.

o Standardised f = 0.19: The standardised effect size is small to moderate.

Discussion of Findings

The first result showed that the majority of teachers commuted long distances of 21
kilometres and above. This means that most of the public secondary school teachers in the
Education District lived far from their schools, hence the need to cover long distances daily
from home to work. This study lends credence to a recent study by Mrope (2023) showing
that a sizable number of teachers engage in long commutes to their places of work.
Specifically, the study found that Tanzanian teachers’ commuting distances of 100-399
kilometres reported higher work fulfilment than those commuting shorter distances.
Nonetheless, contentment decreased for distances above 400 kilometres, indicating that the
threshold commuting distances are yet to be established. Circumstances like urban
crowding and cost-effective accommodation contributed to longer commutes for teachers,
especially in municipal areas like Lagos. This tendency conforms with global trends in
which uncontrolled development and the high cost of accommodation propel teachers to
live farther away from their schools.

The second result indicated that teachers’ disposition to work was moderately
average. The result means that teachers exhibited an average level of disposition towards
their work, indicating a generally favourable but unremarkable level of contentment and
motivation in discharging their duties. Teachers' frame of mind with regard to their work
is determined by different factors, including commuting issues. Substantiating this finding
was an earlier one in Enugu State, Nigeria, by Chime (2024), which reported that teachers
in Metropolitan schools demonstrated improved dedication to duties compared to those in
the countryside, indicating that location and related commuting constituents contribute to
work disposition. Furthermore, long commuting times result in exhaustion and
demotivation. Similarly, a study in China, Zhang et al (2023), found that heightened
commute times impaired job contentment, with each extra hour extending the possibility
of employees presenting lower levels of satisfaction.
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The third result showed that commuting time and mode of transportation
significantly predicted work disposition, while commuting distance did not. This indicates
that both commuting time and distance influence teachers, and that the commuting time
had a more conspicuous effect on work disposition than the distance covered. In a study by
Mrope (2023), it was found that commuting distance has a negative relationship with job
fulfilment, but the extent of this relationship was on average. In the same vein, Zhang et al
(2023) reported that lengthy commuting duration profoundly reduced job satisfaction,
identifying time as an essential element. This circumstance may be a result of diverse traffic
situations and transportation systems, where longer distances cannot in all cases be linked
to prolonged travel duration, and vice versa.

Conclusion

The evidence underscores the importance of considering commuting time over
distance when assessing factors that influence teachers' work disposition. Extended
commuting times are associated with decreased job satisfaction and commitment,
suggesting that interventions aimed at reducing travel time, such as improved
transportation infrastructure or housing incentives near schools, could enhance teacher
well-being and performance.

The study has shown a critical understanding of the commuting experiences of
teachers in relation to work disposition. A great deal of teachers commute long distances,
in most cases, over 21 kilometres, which poses operational and emotional concerns.
Teachers’ disposition to work was noted to be moderately average, showing likely effects
from factors like weariness and restricted work-life integration. Particularly, while
commuting duration significantly predicted disposition to work, commuting distance did
not. This is an indication that the time dimension of travel, instead of physical distance
alone, is more profound in shaping teachers’ reactions toward the discharge of their
responsibilities. In conclusion, the findings have accentuated the need for giving due
consideration to continuous devotion of time in attempts at ameliorating teacher job
fulfilment and service delivery.

Recommendations: Stemming from the findings of the study and the conclusion
appertaining thereunto, the following recommendations are proposed:

Given that a substantial number of teachers commute over 21 kilometres to work.
Educational authorities should implement housing assistance programs or offer relocation
allowances to encourage teachers to live closer to their assigned schools. School zoning
and teacher deployment policies should be revised to reduce mismatches between teachers’
places of residence and their work locations.

To address the observed moderate levels of commitment and motivation. Schools
should introduce wellness programmes that promote teachers’ psychological well-being,
such as counselling services, workload management strategies, and regular rest periods.
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Education stakeholders should ensure regular professional development opportunities and
establish recognition and reward systems to improve morale and job satisfaction.

Considering that commuting time, rather than distance, has a significant impact on
teachers’ work disposition. Governments should prioritise improvements in public
transport infrastructure and road networks, particularly in urban and peri-urban areas where
most commuting challenges are concentrated. Schools should explore the possibility of
staggered or flexible working hours for teachers, particularly those travelling long
distances or from traffic-prone zones, to mitigate the effects of commuting time.
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Abstract

The development of interpersonal life skills through Buddhist integration for
vocational students aims to examine the meaning and importance of life skills and
interpersonal skills, as well as to propose approaches for enhancing interpersonal life skills
among vocational students by applying Buddhist principles. The findings indicate that life
skills are essential for students to live and work effectively, particularly interpersonal skills,
which serve as a fundamental basis for coexisting with others, teamwork, and the
development of positive relationships. A lack of these skills may lead to difficulties in
adaptation and work performance.

The integration of Buddhist principles, including morality (Precepts),
concentration, wisdom, mindfulness and clear comprehension, and mindfulness practice,
can serve as a valuable tool for developing these life skills, as it enhances self-
understanding, understanding of others, emotional regulation, and effective problem-
solving. Furthermore, various life skills training methods are proposed, such as
brainstorming, role-playing, group discussions, learning through role models, and creative
problem-solving, along with principles of human relations that emphasize understanding
human nature and needs, awareness of individual differences, and self-awareness. The
application of these approaches in the context of vocational education will help prepare
students with essential qualities such as creativity, analytical thinking, decision-making,
communication, and emotional management, leading to a happy and successful life and
professional practice.

Keywords: Life Skills, Interpersonal Skills, Buddhist Integration, Vocational Students
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