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Abstract

The research was undertaken to assess how empl@grérmance are affected by involuntary turnoven.
carrying out the study, the researchers relied ah Belective and purposive sampling as a mearatiegng
data from employees of the company used for thdysand the human resource manager. The main data
collection instruments were interview and quest&res and Pearson rank correlation was adopteddesa
how employees’ performance is influenced by invtdoy turnover. Results of the study through the
guestionnaires obtained from the employees shotadrivoluntary turnover has positive effect on &ypes’
performance as it changes the behaviour of egigmployees since they do not want to fall intogshme trap

as their colleagues whose contract of employmemné warminated by the organization. The calculd®edrson
rank correlation gave a mix influence on employgesformance by involuntary turnover dependingtantype

of independent variable. Whilst layoff for poorrfmemance and employee dismissal for indiscipliffec
employees’ performance positively, other indepehdeariables such as pension, poor health, death and
pregnancy before serving probation period affeqblegees’ performance contrary. The recommenddiased

on the results from the study is for organizatimmgut measures such as embarking on proper huesaunce
planning in order to reduce the negative impactimployees’ performance brought by involuntary tuero
Keywords: Involuntary turnover, employees’ performance, cacitiof employment.

1.0 Introduction

Employee turnover in organisations has receivedstamtial attention from both Academics and Managers
Much of this attention has been focused on undeustg its causes. Implicit in this approach is délssumption
that turnover is driven by certain identifiable chaeristics of workers, tasks, firms, and markats] that, by
developing policies to address these charactesjstianagers might reduce the occurrence of turnovéreir
respective organisations. As noted by several obsgrhowever, the consequences of turnover haesves
significantly less attention from researchers (SEd91, Mobley 1982, Glebbeek and Bax 2004). Tonta#i

an environment that supports employee satisfa@i@hengagement, organisations must try to ensategtiod
performers want to stay with the organisation dmat employees whose performance are chronicallydoav
encouraged or forced to leave. Both these challemy@lve employee turnover, that is, employeesiteathe
organisation. When the organisation initiates tiradver, the result is said to be involuntary. Egées include
terminating an employee contract of employment ¥aslating the terms and conditions on which the
employment is based. In general, organisationsotigvoid the need for involuntary turnover andrimimize
voluntary turnover, especially among top performdtsis effort as indicated in the literature of Bta(2006)
supports the fact that a 10% reduction in emplaoygrover is worth more money than a 10% increase in
productivity or sales. Effective human resourcenaggement can help an organisation minimize botdskiof
turnover especially with respect to involuntaryniwer despite the fact that with a company’s béfsirts at
selection, training and compensation, some empyeh fail to meet expectations or will violate mpany
policies. And when this happens organisations ieexpply a discipline programme that might ultinhatead

to discharging the individual. For a number ofsmes, discharging employees can be very difficuit b
potentially important way to maintain high performa and maintaining the organization’s culture.nalses
of the costs associated with turnover yield sunpgily high estimates. With these high estimateis itnportant
for organisations to understand that general twnoates in the workforce can have a serious impacan
organisation's profitability and even survival. ihost is an important economic issue becauserdiogoto the
Bureau of Labour Statistics 2005, about one-fifthwarkers voluntarily leave their job each year aamdl
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additional one-sixth are fired. Also, high empleyirnover rate has been considered as one ofighest
drivers for direct and opportunity cost to rise tmmpanies, Kukreja (2011). One of the companies liave
more subsidiaries around the world is Coca Cola fizon Limited and this presumes that with the largmber
of subsidiaries, they are expected to employ memeple to fill the vacant positions that may ocaurthese
subsidiaries. The more employees organization ,heehigh likelihood that some may violate therterand
conditions on which the organization’s contraceofployment is based and hence involuntary turnasétend
to be inevitable. Foa number of reasons, discharging employees cartyedifficult but potentially important
way to maintain high performance and maintainireydihganization’s culture. Analyses of the costsoaiated
with turnover yield surprisingly high estimates. tiVthese high estimates, it is important for orgations to
understand that general turnover rates in the wockf can have a serious impact on an organisation's
profitability and even survival. In a Coca Colet&ling Research, Blake 2006 (as cited in Kuki2jd 1)
estimated that about US$5.8 billion annually ast Io the supermarket sector alone due to emplayeever.
More importantly, this figure significantly reducti®e profitability of firms to as much as 40%. Apfiom this,
the cost of involuntary turnover can be attributedthe fact that, it demoralizes employees that twias
happened to their colleagues can equally be extetwi¢hem and as such they tend to slow down Euilin
their best which in turn affects productivity. [Pé&e the fact that involuntary turnover can be lgo$o
organizations, some commentators are also of thev \that, involuntary turnover has positive effeots
organizations and as such should be encouragedhenu it is the means by which an organizationseparate
the grain from the chaff. It enables organizatiim@ject new blood into the system as a resutie recruits
and also make employees to respect the terms arditioms on which their contract of employment aséd.
Looking from these two different opinions, it iscessary for one to assess if involuntary turnovféacts
existing employees performance negatively or othsw

2.0 Methodology

The main objective underlying the study is to asstw effect of involuntary turnover on employees’
performance. In achieving this objective, the aeskers used Coca Cola Company as the study ased bba
the fact that it is the only multinational companyGhana that has sister organizations almost a¢h@swhole
world with a total workforce of 146,200 as at end @ecember 2011. With this huge total workforce,
involuntary turnover is inevitable since it is difflt to get all employees to comply with the termsd
conditions on which their contract of employmenbaesed. The target population of the study wasetitee
employees and Management of Coca Cola Companyirbitiéd to the subsidiary in Ghana. With regardhe t
employees, the researchers resorted to the uselegtise sampling and the basis of choosing thithotk of
sampling was based on the fact that not all theleyeps were willing to cooperate with the researshe
gathering the data and therefore those who weningvilvere selected for the study. In all, theeagshers
identified 60 employees from different departmemit® were willing to cooperate and they were setbfde the
study. Talking about management, purposive sampliagused and the Human Resource Manager wasesklect
for the study because of her specialized knowleddabour related issues. The data collectiorrimsént used
was questionnaires and interview and they werectdiceto the employees selected for the study amdhtiman
resource manager respectively. Likert type questigere used for the employees and it centresenatses of
labour turnover in the company as well as the éféédhese turnovers on their performance. Theaehers
also used Pearson rank correlation to assess thgomship between involuntary turnover attributéeal
indiscipline, non performance, retirement or pensideath, incapability (poor health), getting pragmnbefore
serving the probation period and existing employgeesformance. Unstructured interview was alsodute
solicit information from the human resource manageclarify some of the answers that were providgdhe
employees in the questionnaire with regard to inRtdry turnover and how it affects the performant¢he
existing employees.

3.0 Literature Review

An involuntary termination means a severance frampleyment due to the independent exercise of the
unilateral authority of the employer to terminate €mployment, other than due to the employee’dicihpr
explicit request, where the employee was willingl @ble to continue performing services (Naveh anez E
2004) An involuntary termination may include thepayer’s failure to renew a contract at the time tontract
expires. Some researchers are of the view thailintary termination does not include the deathaof
employee or absence from work due to illness aldiisy. To them, the determination of whether artmation

is involuntary is based on all the facts and cirstances. For example, if a termination is desighate
voluntary or as a resignation, but the facts anclionstances indicate that, absent such voluntamjirtation, the
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employer would have terminated the employee’s sesyi and that the employee had knowledge that the
employment relationship would be terminated, tl@a be classified involuntarynvoluntary terminations may
occur for a variety of reasons including employeafeasance or redundancy (Society for Human Resourc
Management 2013). From the literature of Bowen §)9®voluntary turnover refers to an employeesctiarge

by the organization. To him, involuntary turnoveappens for a number of reasons, including a dedtine
corporate revenue, retirement, or career changesvéry case, an employee’s departure is not dtreSa
negative relationship with the employer. He addd th most cases, involuntary turnover is unavdiglaind part

of the cost of business and life. This understampdifi involuntary turnover is reflected in the expéion
provided by Haskel (2001). To the writémyoluntary turnover is caused by layoffs and sam#éctions where
the decision for an employee to leave is made ley dbmpany and not the employee. In a research on
involuntary turnover amongst executives, Shen and 2005) explain involuntary turnover to be thiaiion
whereby executives are forced to leave the orgtiaizéor reasons other than age or health conc&ome of
these reasons include but not limited to non-perforce and the need to align with changing enviraniahe
demands. March (1991) adding their voice to invtdmynturnover by limiting it to tertiary institutics indicated
that an organization can take such action as dtrefsgross unethical or criminal behaviour suchtlzes use of
university funds or release of confidential infotioa. This can also be extended to misrepresemtatidacts
and employees unwillingness to adhere to termscanditions of employment. Since involuntary turaphas

its own effects, it is necessary for organizatiomteasure them and make decisions as to what gkntare
benefiting from such practice. To measure inv@dunturnover, Jot (2011) is of the view that anamigation
can use several methods to measure such turnd¥es.to him includes the separation, accessiodacement
and the influx methods. Despite these methodscdmabe used by organizations to measure its tembhirvis

and Lawler (2004) and Benedict (2012) are of thmwthe most frequent ones used by organizationkeis
influx method which involves the combination of bahe separation and the replacement method. Thoug
measurement of organization’s involuntary turnoean be very vital in making decisions such as how
competent the organization’s recruitment and selecsystem is and also how employees are commitied
obeying the rules and regulations of the orgaromatgetting the measurement accurately is not ay &esk.
For instance, according to Mowday (1982), mosgaizations record reasons for turnover as parouatine
personnel record keeping, and from these dataguildvbe very difficult for one to justify whetherparticular
turnover was initiated and implemented by the eygrmr it was the employee who requested for inc&
reasons taken from company records cannot be dritedly, it is obvious that seeing a company’sarel and
interpreting it as voluntary or involuntary may ambiguous. Again, from the literature of Martir0(B), the
measurement becomes difficult as employers in a &aving effort decide not to record the true cafsihe
turnover. There can be instance where instea@arrding turnover as ‘resign’ will record it asréd’. From
the words of Ruby (2002), whether an organizationdver rate is accurate or not may have a segéfast on

the future performance of the organization as gatieely affects the morale of existing employeeshis
follows that organizations need to be circumspedheir recruitment and selection by getting empés/who
will be committed to the rules and regulations leé organization so that internal factors that wikhke an
organization to commit such acts are avoided.

4.0 Findings and Discussion

The findings start from looking at the socio denagairic information of the respondents with respecage,
gender and educational level since these varigdiégsimportant role in terms of determining motieatl needs
with respect to how employees performance are taffieevhen friends, relatives and colleagues leaee th
organization unwillingly. The data with respectth@se variables indicate a greater portion of nfai€s) as
against male of (25%). Again, majority of the msgents fall within the age of 30-40 (69.5%) asirgja
minority of 50-60 (8.3%). With regard to educatbtevel, most of the respondents representing’/@gphad a
first degree whilst (23.8%) represents the minorigor any analysis to be done on the impact afawer on
employees’ performance, it is prudent for us toneixe the causes of turnover (both voluntary andlimtary)
using the company selected for the study. In emamgithe causes of these turnovers, questionna@stto
existing employees to solicit their views on whatjinh cause an organization to sack them and replitbenew
employees or what might motivate them to becomen@uers’ of their organizations indicate the foliog
responses:
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Table 1: Causes of Turnover at Coca Cola Ghana Lirted

D U A SA Mean
score

Voluntary causes
Disgust with current working conditions 37(61.7) 23(38.8) 4.38
Better pay from a labour market competitor 43[(y1. 17(28.3) 4.28
Change in desired career path 32(53.3) 7(11.7) 32013 2.82
Desire for more leisure time 32(53.3) 28(46.7) 474.
Desire to learn new skills on a new job 12(20.0) 8.3 43(71.7) 3.52
Boredom with current job 23(38.3) 37(61.7) 4.62
Low job satisfaction 13(21.7) 47(78.3) 4.78
Involuntary causes
Death of worker 14(23.3) 46(76.7) 4.77
Pension 12(20.0) 48(80.0) 4.80
Lay off for Poor performance (LPP) 37(61.7) 23838 4.38
Lay off for indiscipline (LINDIS) 23(38.3) 37(61) 4.62
Health 9(15.0) 27(45.0) 24(40.0) 4.25
Child care or pregnancy (CHCARE) 47(78.3) 13(21.7 4.23

[1 = strongly disagree (SD), 2 = disagree (D), 3neutral (U), 4 = agree (A), 5 = strongly agree
(SA)]Percentages are in parentheses

From the responses above, out of the total resptside=60) surveyed, the majority (61.7%) agreed the bad
working conditions at Coca Cola Ghana Limited jzoéential contributory factor for them to becometwers.
This is further evident in the mean score of 4.BBe study also revealed that the majority (71.7%jhe
respondents regard better pay from labour marketpetitors as a voluntary cause of turnover. Howetres
majority of the surveyed respondents disagreed e@hitinge in desired career path as a major cauvsawftary
turnover at Coca Cola Ghana Limited. The mean scofid.47 and 3.52 indicated that the respondeyrtsed to
‘desire to learn new skills on a new job’ and bamdwith current job as also major causes of volyrtiarnover
at Coca Cola Ghana Limited. On the side of caukassoluntary turnover, job satisfaction with a mescore of
4.78 indicates respondents’ strong agreement &8 & major cause of involuntary turnover. Outhef total
respondents surveyed for the study, the majory3%) strongly agreed to death of employees asjarmause
of involuntary turnover at Coca Cola Ghana Limitdthe majority (76.7%) of the respondents surveylsd a
strongly agreed to pension or retirement as a negjose of involuntary turnover in the organisatioay-off for
indiscipline reasons was also strongly agreed ta @mjor cause of involuntary turnover at the comgp®ther
factors that were agreed to by the respondentsagsr mauses of involuntary turnover were lay-off fmor
performance, health issues and child care or premnaAs it has been the objective of the studydseas the
effect of involuntary turnover on employees’ penfi@ance, data gathered through the questionnairgibdied
to the employees of the company used for the sgaghg the following responses:

Table 2: Effects of Involuntary Turnover on Employee Performance

SD D U A SA Mean

Score
Increase in employee productivity 23(38.3) 3751 3.62
Decrease in employee Absenteeism 4(6.7) 38(63.318(30.0) 4.23
Improve employees’ commitment to duty 43(71.7) (A177) 3.45
Increase in employee job involvement 39(65.0) (331) 4.35

Improvement in the disciplinary behaviour 7(31.7 21(35.0) 32(53.3) 4.42

[1 = strongly disagree (SD), 2 = disagree(D), 3entral(U), 4 = agree(A), 5 = strongly agree(SA)[feastages
are in parentheses
Source: Field Survey, 2013

From the data above, out of the total respondemt8Q) surveyed for the study, the majority (61.72)eed to
increase in employee productivity as an effectnebluntary turnover. This means when a company idssiits
employees as a result of poor performance, it kedps employees alert that the same punitive nreasian be
extended to them and as such the antidote to dhisrtunpleasant situation is to work hard to inseea
productivity. Again from the data above, it showatt63.3% agree that involuntary turnover changpleyees’
behaviour positively by reducing the rate at whitiey absent themselves from work. With regard to
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involuntary turnover on commitment to work and eoyele job involvement, the data shows majority of
employees of 71.7% and 65% respectively agreeingedact that involuntary turnover makes employteeise
committed to their work as well as improving theerat which they involve themselves in the job vaticey do.
In terms of disciplinary behaviour and involuntarynover, it is evident that majority of the resgents
(53.3%) strongly agree that terminating employeetraet of employment due to non conformity of rusesd
regulations changes employees behaviour positivedoking from all the responses with regard toeffect of
involuntary turnover on employees’ performancegléar that employees performance are affected ipelyit
when this act is initiated and implemented by thgaanization. As a means of ascertaining the regsoga/en
by the respondents, the researchers also usedoReask correlation to assess the relationship detw
employees performance (dependent variable) anohdlependent variable (involuntary turnover) whinkidlves
employee pension, lay off for poor performancemilisal for indiscipline, Poor health, death andgpeacy
before serving probation.

Table 3: Correlation between Involuntary Turnover and Employee Performance

EMPE Pension LPP DINDIS PORHE PREBSP Death

EMPE 1

Sig. (2-tailed)

N 60

Pension - 718*** 1

Sig. (2-tailed) .000

N 60 60

LPP 581***  634* 1

Sig. (2-tailed) .000 .000

N 60 60 60

DINDIS B49%**  §32%*  698** 1

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

N 60 60 60 60

PORHE -518***  B23**  B3T7xr G471

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

N 60 60 60 60 60

PREBSP -522**%  BO5***  B1H**  §30*** - 969*** 1

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

N 60 60 60 60 60 60
Death - 261%*  193***  130*  147** - 048* S77rr ]
Sig. (2-tailed) .000 .000 .004 .002 .390 .000
N 60 60 60 60 60 60 60

***_Correlation is significant at the 0.01 levet-failed)
**_Correlation is significant at the 0.05 level@iled)
*  Not significant

From Table 4, the Pearson rank correlation revealadgative relationship (-0.718) between employggesg
on pension or retirement and employee performaB&4PE) at a significance of 1%. This therefore iadés
that any significant increase in retirement or pemof employees could reduce the performance bérot
employees. This relationship could be attributedhto fact that new employees often learn from tlderoand
experienced employees and so their departure ejfide them of the ability to tap from such expecies. The
non-parametric correlation revealed positive catieh (0.581) between employee lay-off (LPP) fomno
performance and employee performance. This imgiasany significant increase in lay-off of emplegeof the
company could lead to improvement in employee parémce. This relationship comes from the backdhap t
any lay-off for non-performance would encourageeotivorkers to up their performance in order to dvany
similar punitive measure extended to them. The $&@arank test further revealed a positive corretafD.649)
between employee dismissal for indiscipline (DINP#d the performance of other employees at afgigni
level of 1%. This also implies that any increasalismissal emanating from employee indisciplineldalso
lead to improvement in the performance of other legges. However, involuntary turnover as a restlt o
pregnancy before the employee finishes servingoharation (PREBSP) negatively influences the pentorce
of other employees at a significant level of 1%isThegative relationship with employees performacaeld
largely be attributed to the fact that, despite fdmt that the law will not be harsh on the emptoyhen an
employee is dismissed whilst still serving on pitadog it has a serious negative effect on the ewnstiof
employees especially the female since they knowmaecy is part of human life which cannot be avdide
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future if not now. On the issue of Death of empeley and its effect on employees’ performance, tia ¢
0.261) above shows a negative relationship betwleervariable and employees’ performance. This tiega
relationship could also be attributed to the fduatt the death of experienced employee can affeet t
performance of existing employees since they maygeb the opportunity to tap from the experiencethef
dead. Again, replacing the dead employee with neswuit can also affect the performance of the texds
employees since they have to spend some time dahewofwork supervising the new recruit before tihegome
conversant with the job. Last, at 1% significanewel, there is negative relationship (-0.518) betwe
involuntary turnover as a result of poor health antployees’ performance. This negative correlatian also
be attributed to the explanations given to the timtahip between death of employees and employees’
performance. With regard to the interviews tharevconducted with the Human Resource Managerast w
emphasized that involuntary turnover is a pardsitdhe progress of the organization and as sucleahgany
tries to avoid taking such action. To her, empks/become one family when they work together fumg
period of time and when such cohesion and soligdmieaks as a result of involuntary turnover imétéh and
implemented by the organization, it affects the al®rmof the workers and hence their performanceoking
from the responses of the Human Resource Mangagaesupposes that apart from those involuntanyowers
that are inevitable such as death of employeesraagability as a result of long iliness, orgarniaas should try
to develop a positive culture and get all of itspéogees to be well committed to the culture so tiatays
employees subordinate their individuals intereshtd of the organization.

5.0 Conclusion

The main objective underlying the study was to ssdavoluntary turnover and its effect on employees
performance using Coca Cola Company Ghana as udg srea. It was evident through the responsebeof
employees selected for the study that the majosecad involuntary turnover in the company is teratimg
contract of employment of the employee as a resfulihe employee going on pension or retirementis TWas
shown in 80% of the respondents who strongly atpehis assertion. Again on how employees’ perfomoe
(dependent variable) is affected by involuntaryntwer (independent variable), it was revealed thhothe
calculated Pearson rank correlation that therensxaof how the independent variables which inclpdasion,
pregnancy before probation, death of employee, peaith, poor performance and dismissal for ingigoé
influences the dependent variable (employees’ pexdace). Whilst layoff for poor performance andpéoyee
dismissal for indiscipline affect employees’ perfance positively, the other variables are on thatraoy as
they affect employees’ performance negatively. islttherefore concluded from the study that, whilst
organizations need to encourage involuntary turn@agea result of poor performance and indisciplitey
should discourage such actions that may be initiaed implemented as a result of employees becoming
pregnant before probation period and poor hedlthis discouragement can be made possible sinsedssible
for organizations to put measures in place that pibmote the health of the worker as well as beogm
pregnant after probation period. On the issuestifament and death of employee, though it affeapleyees
performance negatively, its occurrence is inevéahle to ‘nature’ but what is important is for argations to
embark on proper human resource planning so thatreeruits who succeed retirees and dead empla@est
spend more time receiving supervision from existamgployees since the time experienced employeasdspe
coaching and supervising new recruits can affemt thtal time needed to complete their own work.

References

Benedict A. C., Josiah M., Ogungbenle, S.K. ang&kE. (2012). The Effect of Labour Turnover ireery
Industries in Nigeria. Asian J. Bus. Manage, 4(®3:123.].

Bowen, D., E. Lawler (1995). Empowering service &agees. Sloan Management Rev.

36(4) 73-84.

Bureau of Labor Statistics (2005). Job openingslabdr turnover survey. U.S.
Department of Labor, Washington, D.C.

Blake, R (2006). Employee Retention: What Employeenover Really Costs Your Company. Available at
http://archive.managernewz.com/2006/0724.html

Bolton, T. (1991). Human Resource Management: An Introduction”. Blackwell Publishers, London, pp:17-19.

Glebbeek, A., E. Bax. (2004). Is high employee ¢wer really harmful? An empirical test using comypan
records. Acad. Management J. 47(2) 277-286.

65



European Journal of Business and Management www.iiste.org
ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) g
Vol No 24, 2013 STE

Haskel, J. and C. Martin, (200T&chnology, wages and skill shortages. Evidence from UK Micro data.Oxford
Econ.Pap., 53: 6442-6458.

Jot, S. (2011). What are the Methods used to GCateulLabour Turnover? Available from
http://www.preservearticles.com/2011092313993/vdratthe-methods-usetb-calculate-labour-turnover.html

Kersley, B. and C. Martin (1997).Productive growphyticipation and communicatioBcot. J. Polit. Econ., 44:
485-501.

Kukreja, P., (2011). Employee Retention of CocaaCol Company. Available from
http://www.managementparadise.com/forums/humandresg-management-h-r/218232-employee-retention-
coca-cola-company.html

March, J. (1991). Exploration and exploitation nganizational learning.Organ. Sci. 2(1) 71-87.

Martin, C. (2003). Explaining Labour Turnover: Egitte from UK establishment. Labour, 17(3): 291-412.
Mirvis, P.M. and Lawler, E.E. (2004).Measuring fieancial Impact of Employee Attituddsurnal of Applied
Psychology, Vol. 62, 1-8.

Mobley, W. (1982). Employee Turnover: Causes, Cousaces, and Control. Addison-Wesley, Reading, MA.

Mowday, R. L (1982). Employee-Organization Linkagéee Psychology of Commitment, Absenteeism, and
Turnover. Academic Press, New York.

Naveh, E., M. Erez. (2004). Innovation and attemtim detail in the quality improvement paradigm.
Management Sci. 50(11) 1576-1586.

Price, J. (1999). The Study of Turnover.lowa Staméversity Press, Ames, IA.

Ruby, Allen M. (2002). "Internal Teacher TurnovarWrban Middle School Reform". Journal of Educatfon
Students Placed at Risk 7 (4): 379-406.

Shen, W. and Cho T. S. (2005).Exploring Involunt&xecutive Turnover through a Managerial Discretion
Framework. Available from http://amr.aom.org/cortitg8@/4/843.full

Staw, B. (2001).The consequences of Turnover. du@ational Behav.1(4) 253-273.

Tett, Robert P and Meye,r John P (1993). "Job faatisn, Organizational Commitment,
Turnover Intention, and Turnover: Path Analysess@&enel Psychology 46

66



This academic article was published by The International Institute for Science,
Technology and Education (IISTE). The IISTE is a pioneer in the Open Access
Publishing service based in the U.S. and Europe. The aim of the institute is
Accelerating Global Knowledge Sharing.

More information about the publisher can be found in the IISTE’s homepage:
http://www.iiste.org

CALL FOR JOURNAL PAPERS

The 1ISTE is currently hosting more than 30 peer-reviewed academic journals and
collaborating with academic institutions around the world. There’s no deadline for
submission. Prospective authors of IISTE journals can find the submission
instruction on the following page: http://www.iiste.org/journals/  The IISTE
editorial team promises to the review and publish all the qualified submissions in a
fast manner. All the journals articles are available online to the readers all over the
world without financial, legal, or technical barriers other than those inseparable from
gaining access to the internet itself. Printed version of the journals is also available
upon request of readers and authors.

MORE RESOURCES

Book publication information: http://www.iiste.org/book/

Recent conferences: http://www.iiste.org/conference/

IISTE Knowledge Sharing Partners

EBSCO, Index Copernicus, Ulrich's Periodicals Directory, JournalTOCS, PKP Open
Archives Harvester, Bielefeld Academic Search Engine, Elektronische
Zeitschriftenbibliothek EZB, Open J-Gate, OCLC WorldCat, Universe Digtial
Library , NewJour, Google Scholar

e BSCO INDEX@ COPERNICUS
ros INFORMATION SERVICES DN RSN B LI AR

@ vmensyize sourmaocs @

£z Elektronische
@0® Zeitschriftenbibliothek

open

GEORGETOWN UNIVERSITY

LIBRARY



http://www.iiste.org/
http://www.iiste.org/journals/
http://www.iiste.org/book/
http://www.iiste.org/conference/

