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Abstract 
Trade unions have been reported to influence employee performance in an organization. In Kenya, the 
Universities’ Academic Staff Union (UASU) was formed to, inter alia, ensure better welfare and terms of 
service for its members, provision of a favourable working environment, and protection of its members from 
harassment and firing by their employers. Since the inception of the UASU, little information is documented 
about its contribution to the promotion of employee performance. Through a cross-sectional survey, this study 
evaluated the contribution of the UASU to promotion of employee performance from the perspective of the 
UASU officials at Egerton University Chapter. It also examined the challenges faced by the UASU Chapter. 
Results indicate that the activities of the UASU promoted employee performance in the University. Broadly, the 
UASU positively influenced employee wage rates, morale, terms and conditions of service, employee job 
commitment, individual output, and employee training and development. It also positively affected union 
performance, and organizational layout/ work practices. Regarding challenges faced, it was evident that there 
were neither leadership problems nor declining membership within the Chapter. However, victimization of the 
officials and social factors were a challenge. Responses were neutral on political interference, recognition of the 
UASU by University management, employer sincerity on implementation of collective bargaining agreements 
and inadequacy of finances for the operation of the activities of the UASU. Generally, it is vital to engage the 
UASU in the activities of the University to enhance and sustain effective and quality service delivery in the 
University. 
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1. Introduction 
Trade unions have been reported to influence employee performance in an organization (Addison 2005). A trade 
union is supposed to contribute to employee welfare through bargains with the employer on behalf of its 
members. This would lead to motivated employees and, subsequently, improved performance at work (Lagat et 
al. 2014a). There is evidence that employee voice through unions makes an important contribution to workplace 
performance by reducing exit behaviour, including quits, absenteeism, malingering and quiet sabotage, and 
facilitating employee involvement (e.g., Delery et al. 2000; Addison 2005; Ramirez et al. 2007). Employee 
commitment to employers occurs in a cooperative industrial relations climate, with a hostile climate that leads to 
high commitment to unions and low commitment to management (Deery et al. 1994). Good industrial relations 
are associated with employee commitment to the organization and the union (Carson et al. 2006). Employee 
commitment to the union and the employer brings positive outcomes, which include satisfaction and morale 
(Moreton 1999). It is, therefore, productive for management and unions to compete for employee loyalty. 
In Kenya, the Universities’ Academic Staff Union (UASU) was formed in 1993 as a trade union for academic 
staff in all the public universities in the country, with a Chapter in every university (UASU Constitution 1993). 
This Union was formed to address the issue of declining academic standards, owing to poor terms and conditions 
of service for the academic staff. The objects of the UASU include ensuring better welfare and terms of service 
for its members, provision of a favourable working environment, and protection of its members from harassment 
and firing by their employers (UASU Constitution 2006). Since the inception of the UASU, little information is 
documented about its contribution to the promotion of employee performance. Lagat (2014) reported on the 
contribution of the UASU to employee training and career advancement while Lagat et al. (2014a) reported on 
the influence of the UASU on employee welfare and performance. Lagat et al. (2014b) studied the influence of 
UASU on effective communication and employee performance. The current study evaluated the contribution of 
the UASU to promotion of employee performance from the perspective of the UASU officials at the Egerton 
University Chapter. It also examined the challenges faced by the Chapter. 
 
2. Research Methodology 
A cross-sectional survey was undertaken at Egerton University, Njoro, Kenya, in which primary data was 
collected from all the seven officials of the UASU Chapter using sets of pre-tested structured and unstructured 
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questionnaires. Secondary data was obtained from records and documents (e.g., collective bargaining 
agreements, the UASU Constitutions, publications and reports) at the Union’s Offices. Both quantitative and 
qualitative data were collected. The respondents provided information regarding promotion of employee 
performance by the activities of the UASU. General statistics were used to analyze the data and results presented 
in tabular summaries. 
 
3. Research Results 
3.1 General Characteristics of the UASU Officials 
Table 1 shows the general characteristics of the UASU officials at the Egerton University Chapter. Male officials 
were the majority (71.4%), with females comprising about 28.6%. The officials who were married were more 
(71.4%) than the singles. Most (85.7%) of the UASU officials were aged 46–55 years, with no official below 46 
years or above 65 years of age. On academic qualification, approximately 71.4% of the respondents had masters 
degrees, with no official having qualifications below this level. All of them had served as officials for more than 
six years. 

Table 1. The general characteristics of the UASU officials at Egerton University 
Variable Response N % 
Gender Male 5 71.4 
 Female 2 28.6 
 Total 7 100.0 
Marital status Single 2 28.6 

Married 5 71.4 
Total 7 100.0 

Age (years) 46-55 6 85.7 
 56-65 1 14.3 
 Total 7 100.0 
Academic qualification Masters 5 71.4 

Doctorate 2 28.6 
Total 7 100.0 

Duration served as an UASU official above 6 years 7 100.0 
Table 2 depicts the mean responses for the general characteristics of the UASU officials at Egerton University. 
The means ranged from 1.29 for gender of the respondents to 4.14 for age of the officials of the UASU. 

Table 2. Means and standard deviations for the general characteristics of the UASU officials at Egerton 
University (n=7) 

Parameter Characteristics 
Gender Marital status Age Academic 

qualification 
Duration 

as 
official 

Mean 1.29 1.71 4.14 2.57 4.00 
SE 0.18 0.18 0.14 0.37 0.00 
SD 0.49 0.49 0.38 0.98 0.00 
SE = standard error of the mean; SD = standard deviation. 
3.2 The impact of the activities of the UASU Chapter on employee performance 
Table 3 gives the general responses of the officials of the UASU on the impact of the activities of the UASU on 
employee performance at Egerton University. The Chapter officials agreed that employment terms and 
conditions of the employees had improved due to the services of the UASU. Correspondingly, 14.3% and 85.7% 
of the UASU officials agreed and strongly agreed with this view. No official disagreed or was neutral on the 
matter. 
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Table 3. General responses of the officials of the UASU on the impact of the activities of the UASU on 
employee performance at Egerton University 

Variable Response N % 
Improved terms and conditions of employees Agreed 1 14.3 

Strongly agreed 6 85.7 
Total 7 100.0 

Improved employee commitment Agreed 4 57.1 
Strongly agreed 3 42.9 
Total 7 100.0 

Satisfaction with Union performance Agreed 1 14.3 
Strongly agreed 6 85.7 
Total 7 100.0 

Improved individual output Agreed 1 14.3 
Strongly agreed 6 85.7 
Total 7 100.0 

Improved employee training and development Neutral 1 14.3 
Agreed 1 14.3 
Strongly agreed 5 71.4 
Total 7 100.0 

Improved wage rates Strongly disagreed 1 14.3 
Strongly agreed 6 85.7 
Total 7 100.0 

Improved employee morale Agree 1 14.3 
Strongly agreed 6 85.7 
Total 7 100.0 

Better organizational layout and working practices 
 

Strongly disagreed 1 14.3 
Agreed 1 14.3 
Strongly agreed 5 71.4 
Total 7 100.0 

The Chapter officials agreed (57.1%) and strongly agreed (42.9%) that the services of the UASU had improved 
commitment of members to their jobs (Table 3). Satisfaction with performance of the UASU Chapter (strongly 
agreed, 85.7%), individual output (strongly agreed 85.7%), and employee training and development (strongly 
agreed, 71.4%) had also improved. Similarly, the officials agreed that the activities of the Union had improved 
wage rates (strongly agreed, 85.7%), employee morale (strongly agreed, 85.7%), and organizational layout/ 
working practices (strongly agreed, 71.4%). 
Table 4 depicts the mean responses of the UASU officials on the impact of the activities of the UASU on 
employee performance. On a scale of 1 (strongly disagree) to 5 (strongly agree), the means of the variables were 
all above 4.00, corroborating that these factors improved employee performance. The Chapter officials agreed 
that the activities of the Union had enhanced terms and conditions of service, satisfaction with performance of 
the Union, individual output, wage rates, employee morale, and organizational layout/ working practices. 

Table 4. Mean responses of the UASU officials on the impact of the activities of the UASU on employee 
performance at Egerton University (n=7) 

Paramete
r 

Improved/ satisfaction 

 Wag
e 

rates 

Employe
e morale 

Organization
al layout/ 
working 
practices 

Terms 
and 

condition
s 

Employee 
commitme

nt 

Union 
performanc

e 

Individu
al output 

Employee 
training 

and 
developme

nt 
Mean 4.43 4.86 4.29 4.86 4.43 4.86 4.86 4.57 
SE 0.57 0.14 0.57 0.14 0.20 0.14 0.14 0.30 
SD 1.51 0.38 1.50 0.38 0.54 0.38 0.38 0.79 
SE = standard error of the mean; SD = standard deviation. 
3.3 The challenges facing the UASU Chapter 
Table 5 presents the general responses of the UASU officials on the challenges facing the UASU Chapter while 
Table 6 gives the mean responses, based on a scale of 1 (strongly disagree) to 5 (strongly agree), of the UASU 
officials on the these challenges. Regarding existence of leadership problems within the Chapter, majority 



European Journal of Business and Management                                                                                                                               www.iiste.org 

ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) 

Vol.6, No.14, 2014 

 

239 

(71.4%) of the officials strongly disagreed (mean response, 2.00) that these existed. On the question if 
membership was declining, 42.9% of the officials strongly disagreed (mean response, 2.14) that this was so. 
Cumulatively, 57.2% of the officials disagreed and strongly disagreed that membership was declining compared 
to 42.8% who were neutral and agreed on the same matter (Table 5). 
On whether victimization of the officials by University management was experienced, most (71.4%) of the 
officials agreed that it was true (mean response disagreed, 4.29). The Chapter officials were divided on their 
members failing to cooperate with them as officials. This was indicated by a mean response of 2.86 (neutral or 
division). Similarly, the officials were also divided about political interference being a challenge in execution of 
their activities (mean response, 2.71). 

Table 5: General responses of the UASU officials on the challenges facing the UASU Egerton University 
Chapter 

Variable Response N % 
Union recognition by the employer Strongly disagreed 1 14.2 

Disagreed 1 14.3 
Neutral 1 14.3 
Agreed 2 28.6 
Strongly agreed 2 28.6 
Total 7 100.0 

Employer sincerity in the implementation of CBAs Strongly disagreed 1 14.2 
Disagreed 2 28.6 
Neutral 2 28.6 
Agreed 1 14.3 
Strongly agreed 1 14.3 
Total 7 100.0 

Inadequate finances for its operations Strongly disagreed 1 14.3 
Neutral 2 28.6 
Agreed 3 42.9 
Strongly agreed 1 14.2 
Total 7 100.0 

Declining membership Strongly disagreed 3 42.9 
Disagreed 1 14.3 
Neutral 2 28.6 
Agreed 1 14.2 
Total 7 100.0 

Victimization of the UASU officials Agreed 5 71.4 
Strongly disagreed 2 28.6 
Total 7 100.0 

Lack of cooperation from members Disagreed 3 42.8 
Neutral 2 28.6 
Agreed 2 28.6 
Total 7 100.0 

Political interference Disagreed 3 42.9 
Neutral 3 42.9 
Agreed 1 14.2 
Total 7 100.0 

Social factors affecting the UASU Strongly disagreed 1 14.2 
Disagreed 2 28.6 
Agreed 2 28.6 
Strongly agreed 2 28.6 
Total 7 100.0 

Leadership problems facing the UASU Strongly disagreed 5 71.4 
Agreed 1 14.3 
Strongly agreed 1 14.3 
Total 7 100.0 

The Chapter officials were divided (mean response, 3.43) on whether the Union was recognized by the 
University management (Table 6). However, there was little variation in the responses from strongly agreed to 
strongly disagreed on this matter (Table 5). On whether the employer was sincere in the implementation of 
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collective bargaining agreements (CBAs), the mean response was 2.86, indicating divisions on the issue among 
the officials (Table 5). Consequently, the responses failed to clearly show if the employer was really sincere in 
the implementation of CBAs. 
The mean response (3.43) on the inadequacy of finances for the operations of the activities of the UASU 
indicated neutrality on the claim among the UASU officials (Table 6). Cumulatively, 42.9% of the officials were 
neutral and strongly disagreed on the issue while 57.1% agreed and strongly agreed (Table 5). About the effect 
of social factors, the mean response of the officials was 3.29, indicating neutrally on the claim. Cumulatively, 
42.8% of the officials disagreed and 57.2% agreed on the existence of social problems within the Chapter (Table 
5). 
Table 6. Mean responses of the UASU officials on the challenges facing the UASU Egerton University Chapter 

(n=7) 
Parameter Employer UASU 
 Union 

recognition 
implementation 

CBAs 
Inadequate 
finances 

Declining 
membership 

Victimization 
of officials 

Inadequate’ 
cooperation 
of members 

Political 
interference 

Social 
factors* 

Leadership 
problems 

Mean 3.43 2.86 3.43 2.14 4.29 2.86 2.71 3.29 2.00 
SE 0.57 0.51 0.48 0.46 0.18 0.34 0.29 0.61 0.66 
SD 1.51 1.35 1.27 1.22 0.49 0.90 0.76 1.60 1.73 

CBAs = Collective Bargaining Agreements; SE = standard error of the mean; SD = standard deviation. *For 
instance, nepotism, tribalism and other forms of favouritism. 
 
4. Discussions 
The current study evaluated the contribution of the UASU to promotion of employee performance from the 
perspective of the UASU officials at Egerton University. It also examined the challenges faced by the UASU 
Chapter. Males were predominant among the officials, implying females did not take being UASU officials 
seriously. This agrees with the findings of Smith et al. (2004) who found gender inequality among flower farm 
unions in Kenya, South Africa and Zambia. In that study, there were more male than female shop stewards on all 
except two farms. The study in Kenya indicated that there were more men than women elected to committees 
because men made better leaders and better championed the workers’ rights because they did not fear 
questioning.  
In the present study, most of the UASU officials married, indicating that the married members were responsible 
not only for themselves but also for their families, a situation that would increase their propensity to be union 
members, especially when one had children or when being the only bread earner for the family (e.g., Popoola & 
Oluwole 2007). Besides, most of the officials were of middle age, suggesting that relatively young and older 
workers were not involved in the management of the activities of the UASU Chapter. Diverse relationships 
between age and workers’ commitment to their careers or jobs have been reported. Popoola and Oluwole (2007) 
established that a significant negative relationship existed between age and career commitments of workers, i.e., 
younger workers were more committed to their careers than older ones. Similar observations were made by 
Ellemers et al. (1998) for Dutch workers. However, other reports indicate that older workers were more likely to 
be committed to their careers than younger employees in any organization (e.g., Adeleke 2003; Robert 2005). 
In the current study, all officials had at least a masters degree. A high level of academic qualification for union 
officials has been observed to be necessary in improving employee commitment to their jobs (Popoola and 
Oluwole 2007). All the Chapter officials had served the Union for over six years. It is believed that more years 
of experience boosted one’s skills, knowledge and performance. However, similar studies have found a 
significant negative relationship between job tenure and career commitment of workers (e.g., Popoola and 
Oluwole (2007), implying that the less experienced the workers, the stronger is their career commitment in the 
jobs held. This assertion is corroborated by the findings of Irving and Meyer (1994) that on-the-job experience 
early in one's life plays an important role in the development of effective commitment. However, no study is 
available on the correlation between experience and being an official of a trade union. 
The Chapter officials agreed that employment terms and conditions, and wage rates of the employees had 
improved and, subsequently, the workers’ morale and output had increased due to the services of the UASU. 
Olatunji (2004) found that an attractive salary package, participative management and good working conditions, 
besides regular promotion influenced workers to exhibit high career commitment in any organization. 
Conversely, low salary growth and irregular promotions were responsible for low career commitment and 
productivity (Okorie 1995). Freeman and Medoff (1984) observed that unions could have a positive impact on 
competitiveness by encouraging management to introduce more productive work practices. The increased output 
per individual member may be attributed to the increased morale and commitment as a consequence of increased 
wage rate, training, improved working practices, and improved employment terms and conditions. The findings 
relating to wage rate of the members of the UASU concurred with those of Pierce (1999), who found a union 
wage premium of 17.4% relative to non-unionized workers. 
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Despite the positive responses on the impact of the services of the UASU among members of the Chapter, it is 
possible that some challenges existed. Responses from the UASU Chapter officials failed to clearly indicate 
whether some of the challenges reported really existed or not. It is important to acknowledge that because the 
officials were leaders, none of them would be expected to criticize his/ her actions and accept that leadership 
problems existed within the Chapter. According to Smith et al. (2004), workers in Kenyan flower farms agreed 
that leadership problems existed in their union and argued that committee members were too fearful of 
management to represent workers competently, or that if any became too active, management promoted them in 
order to suppress their influence. 
The present study found that membership to the UASU was not declining, which is contrary to the findings of 
Smith et al. (2004) who observed that trade unions in Kenya and South Africa experienced difficultly in 
recruiting members due to low wage levels, which made workers reluctant or unable to pay membership fees. 
That study found that some of the union members believed that management was opposed to unions and, 
therefore, membership could lead to loss of employment. Others felt that the benefits gained did not justify the 
fees paid. Aspects like recognition of the UASU by the employer, employer sincerity in implementation of 
CBAs, lack of finances, political interference and effects of social factors like tribalism and nepotism had a 
neutral mean response. 
The officials agreed that there was victimization of officials by University management. Adebisi (2005) reported 
that one could not rule out political interference in union affairs because the composition of the leadership 
positions was often influenced by ethno-cultural and geo-political considerations. 
It is important to note that with the new constitutional dispensation in Kenya, which established The Salaries and 
Remuneration Commission Act, 2012 (Article 230, Constitution of Kenya 2010), the role of the UASU may, 
subsequently, become limited to only a few welfare matters. The functions of the Commission are, inter alia, to 
inquire into and determine the salaries and remuneration to be paid out of public funds to State officers and other 
public officers, keep under review all matters relating to the salaries and remuneration of public officers, and 
determine the cycle of salaries and remuneration review upon which Parliament may allocate adequate funds for 
implementation (Article 11, The Salaries and Remuneration Commission Act, 2012). The Constitution provides 
for the nomination to the Commission of only one person by an umbrella body representing trade unions. 
 
5. Conclusions and Recommendations 
The findings in the current study indicated that the activities of the UASU promoted employee performance in 
the University. Broadly, the UASU positively influenced employee wage rates, morale, terms and conditions of 
service, employee job commitment, individual output, and employee training and development. It also positively 
affected union performance and organizational layout/ working practices. Regarding challenges faced, it was 
evident that there were neither leadership problems nor declining membership within the Chapter. However, 
victimization of the officials and social factors were a challenge. Responses were neutral on political 
interference, recognition of the UASU by University management, employer sincerity on implementation of 
collective bargaining agreements and inadequacy of finances for the operation of the activities of the UASU. 
Generally, it is vital to engage the UASU in the activities of the University to enhance and sustain effective and 
quality service delivery in the University. However, the University management should ensure that the rights of 
the UASU officials and those of the employees were respected and protected as per existing labour laws to avoid 
undue victimization. There is also need to re-align the activities of the UASU to the new constitutional 
dispensation of Kenya. 
 
Acknowledgements 
I thank Egerton University, Njoro, Kenya and Laikipia University, Laikipia, Kenya, for provision of facilities 
and support to undertake this study. I am also indebted to the members and officials of the UASU, Egerton 
University Chapter, for their cooperation during data collection for the study. 
 
References 
Addison, J. (2005), “The determinants of firm performance: unions, works councils and employee involvement/ 

high-performance work practices”, Scottish Journal of Political Economy 52(3), 406-450. 
Adebisi, M.A. (2005), “Challenges of global capitalism to industrial relations in Nigeria: Government and 

union options”, In: Proceedings of the Fourth African Regional Conference of the International 
Industrial Relations Association (IIRA), November 28-30, 2005, St. Louis, Mauritius. 

Adeleke, B.A. (2003), “Comparative study of career commitment of journalists in print and electronic media 
organizations in Nigeria”, Journal of Personnel Management 15, 50-68. 

Carson, P., Carson, K., Birkenmeier, B., & Toma, A. (2006), “Looking for loyalty in all the wrong places: a 
study of union and organization commitments”, Public Personnel Management 35, 137-151. 

Deery, S., Iverson, R., & Erwin, P. (1994), “Predicting organizational and union commitment: The effect of 



European Journal of Business and Management                                                                                                                               www.iiste.org 

ISSN 2222-1905 (Paper) ISSN 2222-2839 (Online) 

Vol.6, No.14, 2014 

 

242 

industrial relations climate”, British Journal of Industrial Relations 32, 581-597. 
Delery, J., Gupta, N., Shaw, J., Jenkins, J., & Ganster, M. (2000), “Unionization, compensation, and voice 

effects on quits and retention”, Industrial Relations 39, 625-645. 
Ellemers, N., Gilder, D., & Heuvel, H. (1998), “Career oriented versus team oriented commitment and behaviour 

at work”, Journal of Applied Psychology 83, 717-30. 
Freeman, R., & Medoff, J. (1984), “What Do Unions Do? New York, USA: Basic Books Ltd., [Online] 

Available: http://www.press.uillinois.edu/journals/irra/proceedings2004/ 12c_singh.html (25th October 
2010). 

Irving, P., & Meyer, J.P. (1994), “Re-examination of the met-expectation hypothesis: a longitudinal study”, 
Journal of Applied Psychology 79, 937-49. 

Lagat, A.C. (2014), “Contribution of trade unions to employee training and career advancement: the case of the 
UASU at Egerton University, Kenya”, International Journal of Social Sciences and Entrepreneurship 
1(10), 334-342. 

Lagat, A.C., Mutai, B.K., & Kosgey, I.S. (2014a), “Importance of employee welfare and performance: the case 
of UASU at Egerton University, Kenya”, European Journal of Business and Management. (In Press). 

Lagat, A.C., Mutai, B.K., & Kosgey, I.S. (2014b), “Effective communication and employee performance: the 
case of the UASU at Egerton University, Kenya”, International Journal of Social Sciences and 
Entrepreneurship 1(10), 86-96. 

Moreton, D. (1999), “A model of labour productivity and union density in British private sector unionised 
establishments”, Oxford Economic Papers 51, 322-344. 

Okorie, I.A. (1995), “Employees' commitment and performance in Nigerian business and service organizations”, 
Ife Psychological: An International Journal 3, 32-42. 

Olatunji, A.A. (2004), “Analysis of career commitment of health workers in Nigeria”, Human Resource 
Management Review 12, 40-52. 

Pierce, B. (1999), “Using the National Compensation Survey to Predict Wage Rates: Compensation and 
Working Conditions”, California, USA: Winter, pp. 8-16. 

Popoola, S.O., & Oluwole, D.A. (2007), “Career commitment among records management personnel in a State 
Civil Service in Nigeria”, Records Management Journal 17, 107-116. 

Ramirez, M., Guy, F., & Beale, D. (2007), “Contested resources: unions, employers, and the adoption of new 
work practices in US and UK Telecommunications”, British Journal of Industrial Relations 45, 495-
517. 

Robert, D.M. (2005), “Relationship between salary, work experience, age and career commitment of industrial 
workers in Ghana”, Journal of Personnel Management 17, 10-22. 

Smith, S., Diana, A., Stephanie, B., Catherine, D., Karin, K., Chosani, N., Maggie, O., & Anne, T. (2004), 
“Ethical Trade in African Horticulture: Gender, Rights and Participation”, IDS Working Paper, No. 
223, Institute of Development Studies, England, UK. 

The Constitution of Kenya (2010), [Online] Available: www.kenyalaw.org (17th March 2014). 
The Salaries and Remuneration Commission Act (2012), [Online] Available: www.kenyalaw.org (17th March 

2014). 
UASU (1993), “The Universities’ Academic Staff Union (UASU) Constitution”,  Nairobi, Kenya. 
UASU Constitution (2006), “Rules and Regulations of the Universities’ Academic Staff Union”, Nairobi, Kenya. 



The IISTE is a pioneer in the Open-Access hosting service and academic event 

management.  The aim of the firm is Accelerating Global Knowledge Sharing. 

 

More information about the firm can be found on the homepage:  

http://www.iiste.org 

 

CALL FOR JOURNAL PAPERS 

There are more than 30 peer-reviewed academic journals hosted under the hosting 

platform.   

Prospective authors of journals can find the submission instruction on the 

following page: http://www.iiste.org/journals/  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.  Paper 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 

 

 

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

