





levels of personal and professional credibility with the research population, which led to

openness in the contributions of the respondents

The researcher even attended a wedding ceremony of one of the Indian respondents,
Ashok, some twelve months after the initial interview (refer to Figure 6.1). The
wedding was held in Ashok’s small rural village, and was very much a community
event, with all of the community in attendance. It was a very proud day for Ashok and
his family. The other young people from Ashok’s village were also very proud of Ashok
as he was the first young man from the village to study at university and gain a job as an
agricultural extension officer. As a result, he was something of a role model and other
young people wanted to emulate him. In their eyes, he was now an ‘educated person’,
who had progressed through university, and who was now employed professionally by
the Ministry of Agriculture. It was an honour to be invited to Ashok’s wedding, to gain

an insight into the social fabric of rural India, and to be the only foreign guest.

Figure 6.1: Ashok’s wedding. Ashok was one of the Indian research participants (photo: J.

Cummins).
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This demonstrated the enduring friendships and trust that were established as a result of
the study, adding a new dimension to the study. The researcher experienced a social
connectedness with the research participants, whilst still aiming to remain objective in

his interpretation and analysis of the findings.

The researcher also immersed himself in the local Hamelmalo Agricultural College
community in Eritrea, where over a period of four years, he had been involved in
visiting the College and developing professional relationships with many of the
Graduate Assistants. Over time, the researcher had to an extent taken on a mentoring
role for these young professionals. He was able to gain a greater insight into their
professional and personal challenges, and this enabled him to gain a far greater depth of
understanding of the challenges they face. He provided mentoring through meetings and
workshops with the Graduate Assistants, and maintained e-mail contact in between
annual visits to the College. The researcher followed with interest the personal and
professional challenges of such young people, often providing guidance and feedback
on their personal and professional issues. This included sponsorship of one of the
participants in his farming operations, assisting him in covering expenditure associated
with leasing farmland, and with the purchase of seed and fertiliser for the cropping

operations.

The researcher was also able to observe in detail the institutional constraints associated
with each of the countries in which the studies took place. Other characteristics explored
included human resource management, adequacy of resources and infrastructure, and
governance characteristics. This provided background information that was useful for

identifying institutional characteristics and constraints and the broader characteristics
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associated with government policies, providing a ‘whole of systems’ perspective on the

situational and environmental characteristics in which the respondents operated.

As a researcher, it has been important to maintain a balanced perspective in relation to
the study. Whilst it has been easy to become affected by the hardships faced by many of
the young professionals interviewed, it has been important to try and maintain an
objective outlook on the characteristics associated with each of the populations of
respondents. Following the collection of data from the respondents, there was almost a
‘grieving process’ in relation to reflecting upon the hardships faced by many of them.
Part of the ‘grieving process’ that the researcher underwent was reflected through the
preparation and presentation of a slide show to Doctorate of Business Administration
candidates at Southern Cross University during a ‘research in progress’ presentation in
May 2009. The presentation provided an overview of many of the personal battles and
challenges faced by the young professionals who participated in the study. The
presentation included direct quotes from the research population. The presentation had
an impact upon those attending the seminar, and gave an indication of the personal
impact that the researcher had endured in the months during which the interviews took
place. The presentation can be accessed from You Tube by searching for ‘young
Eritrean professionals’ or alternatively through utilising the following link:

https://www.youtube.com/watch?v=TcnDEUxTprU .

Following this phase of the research process, the researcher was able to revisit the data
and information in a more objective manner, having dealt with the personal, emotional
and social challenges that he faced in his capacity as a researcher. The grieving process
was reflective of the personal and moral dilemmas that the researcher was faced with,

including such factors as the divide between developed and under-developed /
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developing countries, in terms of social capital equality, the incidence and impact of

poverty, the lack of freedom of speech, organisational governance and corruption.

6.4 I1dentifying strategies to better support young professionals

Agricultural organisations face immense challenges in the short and medium term,
particularly in relation to achieving world food security, and helping farming
communities and landscapes to adapt to climate change. This study has been significant

in terms of identifying how organisations can best support young professionals.

The research has demonstrated that social factors play a central role in modifying the
behaviour of young people, particularly in developing countries. The research identified
four main behavioural characteristics amongst the respondents that influence behaviour.
These are: resilience, mateship, authenticity and altruism. By addressing these
behavioural characteristics it is possible to influence both the professional and social
behaviour of the young professionals, since they are so closely interrelated. In
developing countries, there are few financial incentives and rewards (extrinsic
motivating influences). Hence, in order to influence behaviour, it is necessary to
influence the things that influence the intrinsic motivation of the young professionals,
since these are largely available in any environment, including those that are

characterised by few physical resources.

All organisations, whether they are in developing or developed countries, need to direct
resources into managing the future aspirations and career opportunities of their young
professionals. This study has the potential to make a major contribution to developing a

greater understanding of the links between performance and motivation, and how a
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range of simple approaches can enhance motivation and the positive behavioural

characteristics of young professionals.

6.4.1. Providing professional support and mentoring

Unfortunately for many young professionals, there are few opportunities for them to
obtain higher levels of responsibility and autonomy. Whilst it is recognised that
organisations tend to select the most experienced personnel to perform a range of
professional and management roles, to an extent this may restrict young highly
competent professionals from being engaged in such work. The age profile of
professional staff within an organisation may at times be of concern, with senior
managerial positions being held by older professionals through to their retirement,
creating a degree of stagnation and little opportunity for promotion for younger people

with a high degree of competence and potential.

In order to increase the participation and engagement of young professionals in more
responsible roles and positions, there is the need to develop strategies that better support
and build their capacity. Through having an understanding of the challenges and
constraints they face, it is possible to develop more supportive approaches to working
with young professionals. This support can involve:

e Institutional support: gaining appropriate permission from managers for
engagement of young professionals, and ensuring where possible support and
resources are provided, so that it is possible for them to build their experience
and confidence for taking on higher levels of responsibility;

* Moral support: ensuring that there is adequate moral support and mentoring of
the young professionals in order to build their confidence, self-belief, and by

doing so, increase their motivation;
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* Capacity building opportunities: ensuring that opportunities for young
professionals to build and enhance their skills are realised. These opportunities
can be integrated into project design. It is important to ensure that plans to offer

such opportunities are carried out.

6.4.2. Development of sound governance approaches

Through understanding institutional constraints, opportunities for improving
governance within organisations can be developed. Improvements in governance can be
simple steps such as providing greater workplace equity, and reliable performance
review and reward systems. Or they can be measures which address deeper issues

within organisation such as nepotism, corruption and discrimination.

However, changes need the cooperation of the organisation. Reform would perhaps be
best achieved using an overall strategy, where a planned approach to introducing a
range of ‘reform type’ initiatives can be developed and introduced. It may not be
immediately apparent where the best entry point is for introducing some changes. It is
important that if such a change strategy is to be developed, that there is an element of

trust with those in control of the particular organisation.

Such an approach may be of benefit to the organisation, firstly by pointing out that there
is a problem and secondly by providing an opportunity to address it. A range of
approaches or reforms that will result in an improved environment for the young
professionals can then be introduced. These may involve improved institutional
governance, addressing such issues as:

* Human resource support for young professionals which values and respects

them as individuals
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* Capacity building strategies; training and development, mentoring support

¢ Systems of transparency and accountability to address corrupt practices.
There are however, deeper issues within a number of countries in relation to the broader
issues of poor governance, and the ‘accepted organisational cultural norms’ associated
with corruption and bribery. Given the ‘deep rootedness’ of such issues within some
governments, any reduction or elimination of corruption may take the time span of a

generation as these are not problems which can be completely solved in the short term.

6.4.3 Empowering young professionals and taking responsibility

Many young people face significant challenges in developing their professional careers,
and there needs to be a far greater effort devoted to empowering young professionals
within organisations. This is necessary in order to achieve significant change within
organisations and across governments. This requires strong leadership at the highest
level of organisations and government. Managers need to lead by example, and they
need to capitalise upon the talents of young people in developing countries.
Organisations need recognise the need to empower young professionals, and they need
to build their confidence and skills. This will give young professionals a purpose and
provide them with prospects for developing their professional careers. The success of

any change process is dependent on introducing these changes.

Further to this, many young professionals feel constrained in their ability to reach their
full potential, for many are trapped within organisational and government settings.
Consequently, there is a high degree of frustration and desperation, often with feelings

of hopelessness and an inability to take control of the situation.
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It is evident that in some situations young professionals who contributed to this study
were able to improve their professional development opportunities over time. This was
particularly the case in Eritrea, where a change in institutional and government policy
saw many of the young professionals being awarded postgraduate training opportunities
internationally. For many this was a dream come true, since few exit visas were granted
to young Eritreans to travel abroad. The government recognises that not all may return

to Eritrea, as many are likely to seek refugee status / political asylum whilst abroad.

6.5 Limitations of the study

Whilst every effort was made to ensure that the study was carried out in a well-planned
and well thought-out manner, the study in itself provided the opportunity to experiment
with a number of different research methods and approaches. This acted as a learning
exercise, and through reflection and critical analysis, it has been possible to identify a
number of limitations to the study, which with appropriate foresight, could be remedied
in future research undertaken by the research author or others with an interest in this

field of study. The limitations associated with this study are presented below:

6.5.1 Selection of the survey respondents

Respondents in this study were all associated with agricultural project work that the
researcher was undertaking internationally. Selection of the respondents tended to be
opportunistic and random within the organisations that the researcher was affiliated with
at the time of the study. Selection criteria were primarily based upon them being
engaged in agriculture in an early-career professional role, aged thirty years or younger.
Of those who were invited to participate, all were prepared to be involved. In Eritrea

and Niger, respondents primarily came from one organisation in each country. This may
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not be representative of the organisational culture or environment within those countries

but nonetheless provided a comparison across countries.

All participants involved in the surveys were from government-based organisations,
which may not be representative of the environment or characteristics of young
professionals employed by non-government organisations. A future study would benefit
from undertaking similar research amongst non-government, agribusiness or private

organisations, with the aim of comparing and contrasting the different entities.

6.5.2 Age and relative experience of respondents

Whilst the majority of respondents were aged thirty years or less, a small number were
aged in their mid-thirties. Such exceptions occurred where there were limited
participants available. There was a similar situation in relation to the selection of ethnic
Tibetan participants, where few were employed within the Chinese agricultural

organisations participating in the study.

Difficulties also occurred in the ability to interview a sufficient number of young
professionals in Niger. In this situation, most graduates were in their late 20s before
they commenced their professional careers. This is often due to political disruptions in
their education (adding years to the time taken to complete secondary and tertiary
education, and impositions placed upon them through the need to perform national
service. In this regard, such participants, even though they may have been aged into
their early 30s, by and large are still very much ‘early career’ subjects, given the fact

that many had only been working for a relatively short period of time.
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Attempts were made to attain a gender balance wherever possible. Within any of the
organisations surveyed, the number of young professional women employed was in the
order of 15 to 20%. The proportion of women participating in this research project

reflected the average across the broader population base of the respective organisations.

6.5.3 Enhanced use of interpreters

With some of the groups studied, translators were used in the interviews. This was the
situation when interviewing subjects from Iraq (Arabic translations), Tibet (Chinese
translations), Niger (French translations) and in some instances India (Hindi translations

— refer to Figure 6.2).

Figure 6.2: Translators were used for many of the interviews in order to overcome language
barriers. Pictured is a translator (right) assisting one of the Indian participants who had poor

English skills (photo: J. Cummins).
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In some instances there was the risk of the translator not only translating the ‘spoken
word’, but also explaining and summarising what was said in too much detail that posed
the risk of pre-empting further responses from the interviewee. Where such an incident
was detected, the translator received a clear instruction to translate and not to elaborate.
This in turn helped to reduce the risk of losing the details in the information provided by
the respondents, and ensured the ability to probe for further information and capture the

full richness and context of the information provided.

Using a translator at times made it difficult to probe for additional information from the
respondents. It was important to observe body language, in order to pick up the visual
responses to specific questions and answers. This helped to determine if in some
instances additional probing was required. It was also important to maintain eye contact
with the respondents, whilst the translator translated into English, in order to provide
visual feedback to the respondent, as a means of ensuring two-way communication and
where necessary the opportunity for additional probing for clarification. Given the range
of potential risks that were identified in using translators, and the ability to try and
manage this process in an appropriate manner, the quality of the information obtained

from respondents was in fact quite detailed and in-depth.

6.5.4 Openness of discussions

Whilst those interviewed were informed that all information collected was to be treated
in strictest confidence, in some instances the degree of detail was limited by the
willingness of respondents to share information openly. Participants from Tibet tended
to provide less detailed responses, and were brief and to the point. In some instances

there was a lack of depth in the information provided.
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Due to language differences and in some cases, problems with the availability and
effectiveness of translators, it was sometimes difficult to prompt the Chinese and ethnic
Tibetan respondents for further information. In many instances, it was easier to prompt

the respondents by way of the questionnaire framework, to which they responded.

The lack of additional information may have also been indicative of a characteristic of
the Chinese society itself. The respondents were sometimes uncertain (or cautious)
about being ‘interviewed’ and about information being documented relating to their
professional background, work and personal details. In several informal conversations
that were conducted with respondents outside of the interview process, information
obtained tended to be much more detailed and rich in content and detail. Such
information helped to provide a greater in depth and understanding of some of the
respondents, and they provided valuable background information. As a result, the
research process gradually enabled further clarification and interpretation of information

as it emerged during the interviewing process.

6.5.5 Confidentiality in responses

Across the groups interviewed, some respondents opted for a ‘tell all’ response,
particularly where a range of potentially sensitive issues were raised. As such, there was
a need to be professional as a researcher in the collection of information, and to treat
information with a high degree of sensitivity and confidentiality in order to protect

participants.

Collection of survey information for the majority of the respondents from Niger took
place through a workshop and the respondents largely provided information in response

to a survey questionnaire, in which their responses were personally recorded. Whilst
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questionnaire responses were in confidence, senior managers of the Ministry of
Livestock Resources were also attending the workshop. This raised the potential issue
of respondents being less inclined to express their opinions verbally or by way of group
discussion, which may to a degree have reduced the extent and impact of the

information provided by these participants.

6.6 Recommendations for future research

This research highlighted the emerging challenges and opportunities facing young
agricultural professionals in developing countries. The approach adopted in this study
proved to be successful in identifying the real issues and challenges facing young
agricultural professionals, in both developed and developing countries. The study
identified a significant number of challenges facing young professionals in the
workplace, and was successful in identifying the four drivers of intrinsic motivation,
these being resilience, mateship, authenticity and altruism. It would be of value if future
research tracked the career development pathways of young professionals as part of a
longitudinal study. This would be useful for assessing the longer-term impact and
influence of a range of organisational and situational characteristics. Further to this, the
ability to identify how coping mechanisms and the drivers of intrinsic motivation
impact on personal and career development would be extremely valuable for better

understanding long-term career success and failure.
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EPILOGUE

In the year of completion of this thesis, some six years have passed since the twelve
Eritrean respondents were interviewed as part of this research study. At the time of the
interviews all had set their ambitions on studying abroad if they were given the

opportunity to do so. At the time most felt they would not be able to fulfil this dream.

Shortly after the interviews (within two years), a relaxing in Eritrean Government
policy and the offering of postgraduate scholarships by the Governments of China, India
Norway and Italy resulted in ten of the twelve Eritreans being granted the opportunity to
study abroad. For many, their long-term career ambitions had been realised. Of the ten
who studied abroad:
* Two are continuing to undertake post-graduate studies (one in China and the
other in India)
* One has returned voluntarily to Eritrea after studying in Italy (to be reunited
with his wife and infant child)
* The whereabouts of one person were unknown.
* The other six having completed their study remain overseas (with no immediate
intention to return to their country), and are located in Europe (1), USA (2),

Holland (2) and Italy (1).

This trend is consistent with earlier studies conducted by Tessema and Ng’oma (2009)

who found that out of a group of 674 Eritrean nationals who had been awarded

scholarships to study overseas, some 64 per cent had chosen not to return to Eritrea.
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APPENDICES

APPENDIX A: CONSENT FORM 1

3%
*x %

X Southg:rn Cross
Unziversity

Informed Consent to participate in the following research project
This consent form is based on Guidelines from the National Statement on Ethical
Conduct Involving Human Participants as issued by the NHMRC.

Name of Project:
Understanding the motivational characteristics and influences of young agricultural
professionals; comparisons and contrasts between developed and developing countries

Researcher: Supervisor:
Dr Jay Cummins, telephone 0418 818 995 Dr Don McMurray
O I have been provided with information at my level of comprehension about the

purpose, methods, demands, risks, inconveniences, and possible outcomes of
this research (including any likelihood and form of publication of results).

I agree to participate in the above research project. I have read and understand
the details contained in the Information Sheet. I have had the opportunity to ask
questions about the study and I am satisfied with the answers received.

I understand that if I withdraw from participation in this research, that any
handwritten notes about my contribution will be destroyed.

I understand that participation in this research will be anonymous or
confidential. (Delete which is not appropriate)

I understand that all information gathered in this research is confidential. It is
kept securely and confidentially for 5 years, at the University.

I understand that I am free to discontinue participation at any time. I have been
informed that prior to data analysis, any data that has been gathered before
withdrawal of this consent will be destroyed.

I am aware that I can contact the Supervisor or other researchers at any time
with further inquiries, if necessary.

The ethical aspects of this study have been approved by the Southern Cross
University Human Research Ethics Committee (HREC). The Approval Number
is ECN-09-01.
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If you have any complaints or reservations about any ethical aspect of your
participation in this research, you may contact the Committee through the Ethics
Complaints Officer:

Ms Sue Kelly, Ethics Complaints Officer and Secretary HREC

Southern Cross University

PO Box 157, Lismore, NSW, 2480

Telephone (02) 6626-9139 or fax (02) 6626-9145 Email: sue.kelly@scu.edu.au

All complaints, in the first instance, should be in writing to the above address. All
complaints are investigated fully and according to due process under the National
Statement on Ethical Conduct in Research Involving Humans and this University. Any
complaint you make will be treated in confidence and you will be informed of the
outcome.

O I understand that I will be given a copy of this consent form for my records. The
researcher will also keep a copy in safe storage at the University.

O I have read the information above & agree to participate in this study. I am
over 18 years of age.

Name of Participant: ..............cccevuvenn.n. Signature of Participant:.......................

I certify that the terms of the Consent Form have been verbally explained to the
participant and that the participant appears to understand the terms prior to signing the
form. Proper arrangements have been made for an interpreter where English is not the
participant’s first language.

NOTE: The witness should be independent of the research, where possible. If this is
not possible, please inform the researcher and state a reason below.
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APPENDIX B: PROJECT INFORMATION FACT SHEET

X
* %

x South_ern Cross
Unziversity

Project Title
Understanding the motivational characteristics and influences of young agricultural
professionals; comparisons and contrasts between developed and developing countries

What is the research about?

The research aims to identify how we can better support young agricultural
professionals in organisations that are involved in agricultural education, research or
extension.

The future of agriculture is reliant upon young people taking agriculture on as their
chosen career, and to remain in this chosen field. Agriculture faces many challenges
into the future no matter form which country we are from. Some challenges are unique,
others common right across the field of agriculture. The research is being undertaken by
Southern Cross University Student Dr Jay Cummins, and has been approved by the
University’s Human Research Ethics Committee.

What is the research approach and why?

The research approach is described as qualitative research. The information collected is
very much about the ‘why and how’. Rather than collect lots of figures, this study is all
about YOU! We want to know about your own opinions and feelings. Collectively the
information that you provide, and others like you will help us to “paint a picture’ that is
rich in detail and factual information.

There are lessons to be learnt, information and ideas to share, this research project will
provide a platform in which to share this information and ideas on how we can meet the
future challenges of agriculture — through providing young professionals with support.
Of course your information will be kept anonymous, and you will receive a report
summarising the key outcomes form this research.

What is my commitment to the research?

If you decide to be involved in the research, you will be personally interviewed by Dr
Jay Cummins, the researcher involved in this project from Southern Cross University.
The interview will take 1 to 2 hours of your time. Information will only be noted, there
will be no other forms of information recording.

For further information
Please contact Dr Jay Cummins
Telephone 0418 818 995 or email Cummins.jay@saugov.sa.gov.au

265



APPENDIX C: ATTITUDINAL STATEMENTS FROM QUESTIONNAIRE

The following questions were presented as an attitudinal questionnaire. Using a
5 point Likert Scale, respondents were asked to indicate their level of
disagreement / agreement to each statement. Specific options for responses were
strongly disagree, disagree, neither disagree or agree, agree, strongly agree.

1. If I do not perform well in my job there is the risk I will get reprimanded by my
Manager.

2. I do not understand the purpose of the work I do.
3. Ido the work I do because I am told to do it.

4. The work I do is very important to the proper functioning and operations of my
organisation.

5. 1 do not always enjoy the work I do, but it is important to support those in the
team that [ work with.

6. The work I do is very important for my own professional development and that
of my organisation.

7. 1 often enjoy working out of hours in order to complete specific job tasks.

8. I am prepared to do any job task in my job, in order to provide the highest level
of service to the people I serve.

9. I do not always enjoy the work I do, but it is critical to the future of my
organisation and the development of my career.

10. The harder I work, the more it will help me to build my career and longer term
future in my organisation.

11. There is a bright future for me working in my organisation.

12. T sometimes feel depressed about the lack of opportunities for progressing my
own professional career.

13. T have little control over my own future professional career.

14. The future of my country’s agriculture depends upon people like me.
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15.

16.

17.

18.

19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

30.

31.

I enjoy my work so much that there is no time to think about anything else.

The only limitation to achieving future success in my professional career is the
number of hours in the day.

The only way I can progress my career is to undertake post-graduate studies.
I take great pride in the work I do in my organisation.

It is more important to receive proper recognition for the work you do than how
much you get paid.

I am generally satisfied in terms of how successful my professional career has
been to date.

Overall, I feel that I am in control of my own professional career development
and future.

I am often able to influence decisions relating to how I undertake the work that I
do in my organisation.

I am always told what jobs that I need to perform.

I get little opportunity to apply my own ideas and approaches to how I undertake
my job.

People like myself are used as a cheap source of labour in the organisation I
work for.

I consider myself to be financially independent from my parents.
I often find it difficult to maintain a comfortable standard of living.
Having good friends and a social network is extremely important to me.

Worrying about having a comfortable standard of living often affects my work
performance.

Doubling my salary would not change the way I feel about working in my
organisation.

I enjoy working in my organisation.
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32.

33.

34.

35.

36.

37.

38.

39.

40.

41.

42.

43.

44,

45.

46.

47.

48.

I regularly receive support and feedback from my manager relating to my job
performance.

I value the professional support I receive from my manager.

More professional training opportunities should be made available to me.

I value the training I receive in my job very highly.

I am regularly involved in training activities in my job.

If I do not perform adequately in my job there is the risk of being dismissed.
Professionally speaking, I am good at the job I do.

I have little influence if any in regard to decisions made within the organisation
that I work.

I have much flexibility in the way I do my job.

Working for my organisation is perhaps one of the best places to undertake a
career in agriculture in my country.

Often my ability to perform my job successfully is limited by the availability of
suitable resources / equipment.

Generally speaking, my job is often boring with few challenges.
My skills and abilities are effectively utilised in the job I do.

Generally speaking, I often lack the confidence needed to perform well in my
job.

I think that I have the potential to become a good leader in my organisation one
day.

I think that T have the potential to become a good manager in my organisation
one day.

Being young and early in my career often makes it difficult to be respected
professionally by more senior staff in my organisation.
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APPENDIX D: NODES IDENTIFIED FOR QUALITATIVE ANALYSIS

The NVivoS8 analysis was built upon the identification of specific variables or ‘nodes’
for interrogating the data set (as presented below). This provided an objective means to
examine in detail the incidence and context in which the specific variables were
mentioned throughout the interviews with the research population.

Confidence in job
Coping mechanisms
Corruption
Depression
Family
Financially independent
Career
Goal setting
Impact war and violence
. Interest in agriculture
. Job application
. Motivation
. Needs in life
. Positive work benefits
. Team characteristics
. Theory x theory y
. Trust at work

. Typology
. Values

A S AN e

—_ =
—_ O

N = = = e = e e
S O 00 0N L WD

. Expressive
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. Social orientations
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. Workplace environment
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APPENDIX E: ATTITUDINAL STATEMENTS ASSOCIATED WITH
EMPOWERMENT SCORE

Positive statements (level of agreement transposes to a positive score)

A6 The work | do is very important for my own professional development and that of the College

A7 | often enjoy working out of hours in order to complete specific job tasks

A10 The harder | work, the more it will help me to build my career and longer term future at the College
B 1 There is a bright future for me working at the college

B4 the future of Eritrea’s agriculture depends upon people like me

C1 I enjoy my work so much that there is no time to think about anything else

C3 The only limitation to achieving future success in my professional career is the number of hours in
the day

C5 | take great pride in the work | do at the College

D3 | am often able to influence decisions relating to how | undertake the work that | do at the College
F1 | consider myself to be financially independent from my parents

F6 | enjoy working at the College

G1 Iregularly receive support and feedback from my manager relating to my job performance

G2 I value the professional support | receive from my manager

H2 Professionally speaking, | am good at the job | do

H4 | have much flexibility in the way | do my job

H5 The College is perhaps one of the best places to undertake a career in agriculture in Eritrea

Negative statements (level of agreement transposes to a negative score)

Al If | do not perform well in my job there is the risk | will get reprimanded by my Manager

A2 |do not understand the purpose of the work | do at the College

A3 | do the work | do because | am told to do it

B2 | sometimes feel depressed about the lack of opportunities for progressing my professional career
B3 | have little control over my own future professional career

C4 The only way | can progress my career is to undertake post-graduate studies

D4 | am always told what jobs that | need to perform at the College

D5 | get little opportunity to apply my own ideas and approaches to how | undertake my job at the
College

D6 Grad assistants are used as a cheap source of labour in order to perform teaching roles at the College
F2 | often find it difficult to maintain a comfortable standard of living

G3 More professional training opportunities should be made available to me

H1 If | do not perform adequately in my job there is the risk of being dismissed

H3 | have little influence if any in regard to decisions made within the department that | work

J1 Often my ability to perform my job successfully is limited by availability of resources and equipment
J3 Generally speaking, my job is often boring with few challenges

J5 Generally speaking, | often lack the confidence needed to perform well in my job

J8 Being young and early in my career often makes it difficult to be respected professionally by the more
senior staff at the College
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APPENDIX F: ANOVA (SINGLE FACTOR ANALYSIS) RESULTS SUMMARY

Attitudinal Statements

A1 If I do not perform well in my job there is the risk I will get reprimanded by my Manager

Groups Count Sum Average  Variance

Aust 12 36 3 0.545455
Iraq 12 31 2.583333 1.356061

Tibet 12 45 3.75 1.113636

India 12 41 3.416667 0.810606

Eritrea 11 39 3.545455 1.072727

Niger 13 49 3.769231 0.692308

Source of Variation SS df MS F P-value F crit
Between Groups 13.20115 5 2.640229 2.851112 0.021635 2.353809
Within Groups 61.1183 66 0.926035
Total 74.31944 71

A2 1 do not understand the purpose of the work I do at the College

Groups Count Sum Average  Variance

Aust 12 21 1.75 0.204545
Iraq 12 16 1.333333 0.242424

Tibet 12 18 1.5 0.272727

India 12 21 1.75 1.295455

Eritrea 11 15 1.363636 0.454545

Niger 13 20 1.538462 0.769231

Source of Variation SS df MS F P-value F crit
Between Groups 1.93211 5 0.386422 0.709566 0.618359 2.353809
Within Groups 35.94289 66 0.544589
Total 37.875 71

A3 1 do the work I do because I am told to do it
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Groups Count Sum Average Variance

Aust 12 32 2.666667 0.969697

Iraq 12 34 2.833333 1.424242

Tibet 12 31 2.583333 0.810606

India 12 39 3.25 1.295455
Eritrea 11 23 2.090909 0.290909

Niger 13 39 3 1.833333

Source of Variation SS df MS F P-value F crit
Between Groups 9.090909 5 1.818182 1.612706 0.168934 2.353809
Within Groups 74.40909 66 1.12741
Total 83.5 71

A4 The work I do is very important to the proper functioning and operations of the College

Groups Count Sum Average Variance

Aust 12 45 3.75 0.568182
Iraq 12 55 4.583333  0.44697

Tibet 12 46 3.833333 0.333333

India 12 55 4.583333 0.265152

Eritrea 11 52 4.727273 0.218182

Niger 13 57 4.384615 0.423077

Source of Variation SS df MS F P-value F crit
Between Groups 10.26904 5 2.053807 5.420156 0.000309 2.353809
Within Groups 25.00874 66 0.37892
Total 35.27778 71

A5 1do not always enjoy the work I do, but it is important to support those in the team that I

work with
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Groups Count Sum Average Variance
Aust 12 46 3.833333 0.151515
Iraq 12 23 1916667 0.628788

Tibet 12 28 2.333333 1.333333
India 12 38 3.166667 2.333333

Eritrea 11 29 2.636364 2.054545

Niger 13 32 2.461538 1.269231

Source of Variation SS df MS F P-value F crit
Between Groups 27.75155 5 5.550311 4.325281 0.001828 2.353809
Within Groups 84.69289 66 1.283226
Total 112.4444 71

A6 The work I do is very important for my own professional development and that of the

College
Groups Count Sum Average  Variance
Aust 12 50 4.166667 0.333333
Iraq 12 56 4.666667 0.424242
Tibet 12 49 4.083333 0.628788
India 12 53 4.416667 0.265152
Eritrea 11 48 4.363636 0.454545
Niger 13 58 4.461538 0.435897
Source of Variation SS df MS F P-value F crit
Between Groups 2.668221 5 0.533644 1.260446 0.29154 2.353809
Within Groups 27.94289 66 0.423377
Total 30.61111 71

A7 1 often enjoy working out of hours in order to complete specific job tasks
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Groups Count Sum Average  Variance
Aust 12 40 3.333333 0.787879
Iraq 12 54 4.5 0.454545

Tibet 12 45 3.75 0.568182
India 12 49 4.083333 1.174242

Eritrea 11 41 3.727273 1.018182

Niger 13 54 4.153846 0.641026

Source of Variation SS df MS F P-value F crit
Between Groups 9.945319 5 1.989064 2.588933 0.033676 2.353809
Within Groups 50.70746 66 0.768295
Total 60.65278 71

A8 I am prepared to do any job task at the College, in order to provide the highest level of

education to students

Groups Count Sum Average Variance
Aust 12 40 3.333333 0.606061
Iraq 12 49 4.083333 1.719697

Tibet 12 49 4.083333  0.44697
India 12 53 4.416667 0.265152

Eritrea 11 49 4.454545 0.472727

Niger 13 59 4.538462 0.269231

Source of Variation SS df MS F P-value F crit
Between Groups 11.94474 5 2.388947 3.810795 0.004298 2.353809
Within Groups 41.37471 66 0.62689
Total 53.31944 71

A9 1do not always enjoy the work I do, but it is critical to the future of the College and the

development of my career
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Groups Count Sum Average  Variance

Aust 12 44 3.666667 0.424242

Iraq 12 26 2.166667 1.060606

Tibet 12 40 3.333333 1.333333

India 12 42 3.5 0.818182
Eritrea 11 33 3 1.4

Niger 13 34 2.615385 1.589744

Source of Variation SS df MS F P-value F crit
Between Groups 19.79808 5 3.959615 3.576158 0.006369 2.353809
Within Groups 73.07692 66 1.107226
Total 92.875 71

A10 The harder I work, the more it will help me to build my career and longer term future at

the College

Groups Count Sum Average Variance
Aust 12 48 4 0.545455
Iraq 12 58 4.833333 0.151515

Tibet 12 52 4.333333 0.242424
India 12 57 4.75 0.204545

Eritrea 11 49 4.454545 0.872727
Niger 13 58 4.461538 0.769231

Source of Variation SS df MS F P-value F crit
Between Groups 5.403069 5 1.080614 2.33521 0.051583 2.353809
Within Groups 30.54138 66 0.462748

Total 35.94444 71

B1 There is a bright future for me working at the college
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Groups Count Sum Average  Variance
Aust 12 41 3.416667 0.44697
Iraq 12 42 35 1

Tibet 12 40 3.333333 1.151515
India 12 44 3.666667 0.606061

Eritrea 11 46 4.181818 0.563636

Niger 13 57 4.384615 0.423077

Source of Variation SS df MS F P-value F crit
Between Groups  11.53671 5 2.307343 3.313179 0.009915 2.353809
Within Groups 45.96329 66 0.696413
Total 57.5 71

B2 I sometimes feel depressed about the lack of opportunities for progressing my own

professional career

Groups Count Sum Average Variance
Aust 12 40 3.333333 0.969697
Iraq 12 36 3 1.818182

Tibet 12 44 3.666667 0.606061
India 12 41 3.416667 1.901515

Eritrea 11 40 3.636364 1.454545

Niger 13 40 3.076923  1.74359

Source of Variation SS df MS F P-value F crit
Between Groups 4.600913 5 0.920183 0.648026 0.663947 2.353809
Within Groups 93.71853 66 1.419978
Total 98.31944 71

B3 I have little control over my own future professional career
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Groups Count Sum Average Variance
Aust 12 22 1.833333 0.333333
Iraq 12 34 2.833333 0.69697

Tibet 12 35 2.916667 0.810606

India 12 34 2.833333 1.606061

Eritrea 11 46 4.181818 0.963636

Niger 13 31 2.384615 1.75641

Source of Variation SS df MS F P-value F crit
4.44E-
Between Groups 34.64782 5 6.929565 6.664019 05 2.353809
Within Groups 68.62995 66 1.039848
Total 103.2778 71
B4 The future of Eritrea’s agriculture depends upon people like me

Groups Count Sum Average Variance
Aust 12 45 3.75 0.386364
Iraq 12 49 4.083333 0.628788

Tibet 12 38 3.166667 1.606061

India 12 46 3.833333 1.060606

Eritrea 11 46 4.181818 0.963636

Niger 13 57 4.384615 0.923077

Source of Variation SS df MS F P-value F crit
Between Groups 11.10616 5 2.221232 2.394926 0.046669 2.353809
Within Groups 61.21329 66 0.927474
Total 72.31944 71

C1 I enjoy my work so much that there is no time to think about anything else
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Groups Count Sum Average Variance

Aust 12 25 2.083333 0.265152
Iraq 12 35 2.916667 0.992424
Tibet 12 31 2.583333 0.810606
India 12 39 3.25 1.659091
Eritrea 11 30 2.727273 1.218182
Niger 13 51 3.923077 1.076923
Source of Variation SS df MS F P-value F crit
Between Groups 24.54788 5 4.909577 4.901786 0.000711 2.353809
Within Groups 66.1049 66 1.001589
Total 90.65278 71

C3 The only limitation to achieving future success in my professional career is the number of

hours in the day

Groups Count Sum Average Variance
Aust 12 30 2.5 1.181818
Iraq 12 28 2.333333 1.515152

Tibet 12 32 2.666667 1.333333
India 12 28 2.333333  1.69697

Eritrea 11 26 2.363636 1.054545

Niger 13 36 2.769231 0.692308

Source of Variation SS df MS F P-value F crit
Between Groups  2.146853 5 0.429371 0.346211 0.882906 2.353809
Within Groups 81.85315 66 1.240199
Total 84 71
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C4 The only way I can progress my career is to undertake post-graduate studies

Groups Count Sum Average Variance
Aust 12 26 2.166667 1.424242
Iraq 12 56 4.666667 0.606061
Tibet 12 27 2.25 0.75
India 12 41 3.416667 2.265152

Eritrea 11 40 3.636364 2.454545
Niger 13 47 3.615385 1.25641

Source of Variation SS df MS F P-value F crit
Between Groups 53.75262 5 10.75052 7.459177 1.34E-05 2.353809
Within Groups 95.12238 66 1.441248
Total 148.875 71
C5 I take great pride in the work I do at the College

Groups Count Sum Average  Variance
Aust 12 50 4.166667 0.151515
Iraq 12 55 4.583333 0.265152

Tibet 12 42 3.5 0.818182
India 12 51 4.25 0.386364

Eritrea 11 47 4.272727 0.818182

Niger 13 52 4 1.5

Source of Variation SS df MS F P-value F crit
Between Groups 7.859848 5 1.57197 2.357143 0.049721 2.353809
Within Groups 44.01515 66 0.666896
Total 51.875 71
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C6 It is more important to receive proper recognition for the work you =do at the College than

how much you get paid

Groups Count Sum Average Variance
Aust 12 47 3.916667 0.44697
Iraq 12 50 4.166667 1.060606

Tibet 12 44 3.666667 0.787879
India 12 52 4.333333 0.242424

Eritrea 11 45 4.090909 0.690909

Niger 13 58 4.461538 0.769231

Source of Variation SS df MS F P-value F crit
Between Groups 5.054584 5 1.010917 1.51443 0.197339 2.353809
Within Groups 44.05653 66 0.667523
Total 49.11111 71

D1 I am generally satisfied in terms of how successful my professional career has been to date

Groups Count Sum Average  Variance
Aust 12 43 3.583333  0.44697
Iraq 12 37 3.083333 1.537879

Tibet 12 43 3.583333 0.628788
India 12 34 2.833333 1.787879

Eritrea 11 35 3.181818 1.363636

Niger 13 53 4.076923 0.410256

Source of Variation SS df MS F P-value F crit
Between Groups 12.34334 5 2.468667 2.432689 0.043802 2.353809
Within Groups 66.97611 66 1.01479
Total 79.31944 71

D2 Overall, I feel that I am in control of my own professional career development and future
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Groups Count  Sum Average Variance

Aust 12 46 3.833333 0.333333

Iraq 12 44 3.666667 0.787879

Tibet 12 43 3.583333  0.44697

India 12 42 3.5 1.181818

Eritrea 11 31 2.818182 2.163636
Source of Variation SS df MS F P-value F crit

Between Groups 6.859399 4 1.71485 1.784706 0.145343 2.542918
Within Groups 51.88636 54 0.960859

Total 58.74576 58

D3 TIam often able to influence decisions relating to how I undertake the work that I do at the

College
Groups Count Sum Average  Variance
Aust 12 47 3.916667  0.44697
Iraq 12 38 3.166667 1.060606
Tibet 12 36 3 0.727273
India 12 42 3.5 1.363636
Eritrea 11 37 3.363636 0.654545
Niger 13 43 3.307692 0.730769
Source of Variation SS df MS F P-value F crit
Between Groups 5.976981 5 1.195396 1.43714 0.222646 2.353809
Within Groups 54.89802 66 0.831788
Total 60.875 71

D4 I am always told what jobs that I need to perform at the College
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Groups Count Sum Average Variance

Aust 12 25 2.083333 0.628788
Iraq 12 34 2.833333 0.878788
Tibet 12 35 2916667 1.174242
India 12 35 2.916667 1.356061
Eritrea 11 24 2.181818 0.363636
Niger 13 48 3.692308 0.564103
Source of Variation SS df MS F P-value F crit
Between Groups 21.05274 5 4.210548 5.069039 0.000542 2.353809
Within Groups 54.82226 66 0.83064
Total 75.875 71

D5 I get little opportunity to apply my own ideas and approaches to how I undertake my job at

the College

Groups Count Sum Average Variance
Aust 12 25 2.083333 0.628788
Iraq 12 42 35 1

Tibet 12 37 3.083333 0.810606
India 12 35 2.916667 1.174242

Eritrea 11 27 2.454545 1.072727
Niger 13 47 3.615385  1.25641

Source of Variation SS df MS F P-value F crit
Between Groups 21.3208 5 4.264161 4.293159 0.001927 2.353809
Within Groups 65.5542 66 0.993245
Total 86.875 71

D6 Graduate assistants are used as a cheap source of labour in order to perform teaching roles

at the College
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Groups Count Sum Average  Variance
Aust 12 27 2.25 0.386364
Iraq 12 34 2.833333 2.515152

Tibet 12 30 2.5 1
India 12 30 2.5 1.909091

Eritrea 11 30 2.727273 1.018182

Niger 13 41 3.153846 1.474359

Source of Variation SS df MS F P-value F crit
Between Groups  6.209207 5 1.241841 0.892917 0.491084 2.353809
Within Groups 91.79079 66  1.39077
Total 98 71

F1 I consider myself to be financially independent from my parents
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Groups Count Sum Average Variance
4.08333 1.71969
Aust 12 49 3 7
3.33333 1.87878
Iraq 12 40 3 8
4.08333 0.81060
Tibet 12 49 3 6
3.83333 0.87878
India 12 46 3 8
Eritre 3.36363 2.05454
a 11 37 6 5
3.92307 1.41025
Niger 13 51 7 6
Source of Variation SS df MS F P-value F crit
6.80924 1.36184 0.93984 0.46122
Between Groups 6 5 9 3 3 2.353809
1.44901
Within Groups 95.6352 66 8
102.444
Total 4 71

F2 I often find it difficult to maintain a comfortable standard of living
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Groups Count Sum Average  Variance

Aust 12 24 2 0.545455
Iraq 12 43 3.583333 1.174242
Tibet 12 27 2.25 0.931818
India 12 33 2.75 2.568182
Eritrea 11 43 3.909091 0.890909
Niger 13 51 3.923077 0.74359
Source of Variation SS df MS F P-value F crit
Between Groups 43.40394 5 8.680789 7.613833 1.07E-05 2.353809
Within Groups 75.24883 66 1.140134
Total 118.6528 71

F3 Having good friends and a social network is extremely important to me

Groups Count Sum Average  Variance
Aust 12 57 4.75 0.204545
Iraq 12 57 4.75 0.386364

Tibet 12 45 3.75 1.295455
India 12 55 4.583333 0.265152

Eritrea 11 48 4.363636 0.254545
Niger 13 57 4.384615 0.423077

Source of Variation SS df MS F P-value F crit
Between Groups  8.363733 5 1.672747 3.528433 0.006901 2.353809
Within Groups 31.28904 66 0.474076
Total 39.65278 71

F4 Worrying about having a comfortable standard of living often affects my work performance
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Groups Count Sum Average  Variance
Aust 12 26 2.166667 0.333333
Iraq 12 29 2.416667 1.537879

Tibet 12 32 2.666667 1.151515
India 12 29 2.416667 1.719697

Eritrea 11 35 3.181818 1.963636

Source of Variation SS df MS F P-value F crit
Between Groups 6.739343 4 1.684836 1.267093 0.294278 2.5429175
Within Groups 71.80303 54 1.329686
Total 78.54237 58

F5 Doubling my salary would not change the way I feel about working at the College

Groups Count Sum Average Variance
Aust 12 36 3 1.272727
Iraq 12 35 2.916667 2.083333
Tibet 12 40 3.333333 0.787879
India 12 48 4 1.090909

Eritrea 11 38 3.454545 1.072727
Niger 12 39 3.25 1.659091

Source of Variation SS df MS F P-value F crit
Between Groups 8.98869 5 1.797738 1.349956 0.254842 2.3560278
Within Groups 86.56061 65 1.331702

Total 95.5493 70

F6 I enjoy working at the College
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Groups Count Sum Average Variance

Aust 12 47 3.916667  0.44697
Iraq 12 55 4.583333 0.265152
Tibet 12 46 3.833333 0.515152
India 12 52 4.333333 0.242424
Eritrea 11 44 4 0.6
Niger 13 53 4.076923 0.410256
Source of Variation SS df MS F P-value F crit
Between Groups 4.785256 5 0.957051 2.331708 0.051886 2.353809
Within Groups 27.08974 66 0.410451
Total 31.875 71

G1 I regularly receive support and feedback from my manager relating to my job performance

Groups Count Sum Average  Variance
Aust 12 41 3.416667 0.992424
Iraq 12 47 3.916667 0.810606

Tibet 12 41 3.416667 0.810606
India 12 48 4 0.545455

Eritrea 11 33 3 0.8

Niger 13 45 3.461538 1.602564

Source of Variation SS df MS F P-value F crit
Between Groups 7.894231 5 1.578846 1.681229 0.151409 2.353809
Within Groups 61.98077 66 0.939103
Total 69.875 71

G2 I value the professional support I receive from my manager
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Groups Count Sum Average Variance

Aust 12 49 4.083333  0.44697
Iraq 12 50 4.166667 0.878788

Tibet 12 51 4.25 0.386364

India 12 49 4.083333  0.44697

Eritrea 11 44 4 0.4

Niger 13 50 3.846154 1.807692

Source of Variation SS df MS F P-value F crit
Between Groups 1.21047 5 0.242094 0.323169 0.897319 2.353809
Within Groups 49.44231 66 0.749126
Total 50.65278 71

G3 More professional training opportunities should be made available to me

Groups Count Sum Average Variance
Aust 12 42 3.5 0.636364
Iraq 12 58 4.833333 0.151515
Tibet 12 57 4.75 0.204545
India 12 52 4.333333 0.242424
Eritrea 11 49 4.454545 0.872727
Niger 13 55 4.230769 1.192308
Source of Variation SS df MS F P-value F crit
Between Groups 13.70115 5 2.740229 4.938928 0.000669 2.353809
Within Groups 36.6183 66 0.554823
Total 50.31944 71

288



G4 1 value the training I receive at the College very highly

Groups Count Sum Average Variance

Aust 12 48 4 0.363636
Iraq 12 54 4.5 0.454545

Tibet 12 55 4.583333 0.265152

India 12 51 4.25 0.75

Eritrea 11 45 4.090909 0.690909

Niger 13 55 4.230769 1.025641

Source of Variation SS df MS F P-value F crit
Between Groups 3.060995 5 0.612199 1.025942 0.409721 2.353809
Within Groups 39.38345 66 0.596719
Total 42.44444 71

G5 I am regularly involved in training activities at the College

Groups Count Sum Average Variance

Aust 12 41 3.416667 1.174242
Iraq 12 44 3.666667 1.333333

Tibet 12 36 3 0.909091

India 12 49 4.083333 0.628788

Eritrea 11 27 2.454545 0.872727

Niger 13 45 3.461538 2.102564

Source of Variation SS df MS F P-value F crit
Between Groups 18.15307 5 3.630614 3.054123 0.015353 2.353809
Within Groups 78.45804 66 1.188758
Total 96.61111 71
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H1 IfI do not perform adequately in my job there is the risk of being dismissed

Groups Count Sum Average Variance
Aust 12 38 3.166667 0.878788
Iraq 12 33 2.75 1.659091

Tibet 12 34 2.833333 1.424242
India 12 35 2.916667 1.901515

Eritrea 11 37 3.363636 0.454545

Niger 13 46 3.538462 0.602564

Source of Variation SS df MS F P-value F crit
Between Groups 6.043221 5 1.208644 1.045811 0.398454 2.353809
Within Groups 76.27622 66 1.1557
Total 82.31944 71

H2 Professionally speaking, I am good at the job I do

Groups Count Sum Average Variance
Aust 12 47 3.916667 0.083333
Iraq 12 55 4.583333 0.265152

Tibet 12 47 3.916667 0.265152
India 12 49 4.083333 0.265152

Eritrea 11 45 4.090909 0.490909

Niger 13 45 3.461538 1.769231

Source of Variation SS df MS F P-value F crit
Between Groups 8.193473 5 1.638695 3.020506 0.01625 2.353809
Within Groups 35.80653 66 0.542523
Total 44 71

H3 I have little influence if any in regard to decisions made within the department that I work
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Groups Count Sum Average Variance
Aust 12 43 3.583333 0.628788
Iraq 12 30 2.5 1.545455

Tibet 12 31 2.583333 0.628788
India 12 35 2.916667 0.628788

Eritrea 11 33 3 1.2
Niger 13 38 2.923077 1.24359

Source of Variation SS df MS F P-value F crit
Between Groups 8.826923 5 1.765385 1.801606 0.124661 2.353809
Within Groups 64.67308 66 0.979895
Total 73.5 71
H4 1 have much flexibility in the way I do my job

Groups Count Sum Average Variance
Aust 12 51 4.25 0.386364
Iraq 12 52 4.333333 0.242424

Tibet 12 38 3.166667 1.606061
India 12 46 3.833333 0.878788

Eritrea 11 43 3.909091 1.090909

Niger 13 44 3.384615 1.089744

Source of Variation SS df MS F P-value F crit
Between Groups 13.04176 5 2.608353 2.956097 0.018119 2.353809
Within Groups 58.23601 66 0.882364
Total 71.27778 71
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HS5 The College is perhaps one of the best places to undertake a career in agriculture in Eritrea

Groups Count Sum Average Variance

Aust 12 36 3 0.727273
Iraq 12 47 3.916667 1.174242

Tibet 12 33 2.75 0.568182

India 12 45 3.75 1.113636

Eritrea 11 46 4.181818 0.963636

Niger 13 49 3.769231 1.858974

Source of Variation SS df MS F P-value F crit
Between Groups 18.41706 5 3.683411 3.406708 0.008469 2.353809
Within Groups 71.36072 66 1.081223
Total 89.77778 71

J1 Often my ability to perform my job successfully is limited by the availability of suitable

resources and equipment

Groups Count Sum Average  Variance
Aust 12 39 3.25 2.022727
Iraq 12 45 3.75 0.75

Tibet 12 40 3.333333 1.151515
India 12 40 3.333333 0.606061

Eritrea 11 40 3.636364 1.854545

Niger 13 54 4.153846 0.807692

Source of Variation SS df MS F P-value F crit
Between Groups  7.428904 5 1.485781 1.256054 0.293463 2.353809
Within Groups 78.0711 66 1.182895
Total 85.5 71
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J2 There are few challenges offered in the job that I do

Groups Count Sum Average Variance
Aust 12 29 2.416667 1.174242
Iraq 12 29 2.416667 1.174242

Tibet 12 35 2.916667 2.083333
India 12 43 3.583333 1.537879

Eritrea 11 30 2.727273 1.618182

Source of Variation SS df MS F P-value F crit
Between Groups 11.10067 4 2.775167 1.830932 0.136282 2.542918
Within Groups 81.84848 54 1.515713
Total 92.94915 58

J3 Generally speaking, my job is often boring with few challenges

Groups Count Sum Average Variance
Aust 12 23 1.916667 0.265152
Iraq 12 27 2.25 0.931818
Tibet 12 37 3.083333 0.992424
India 12 23 1.916667 0.992424

Eritrea 11 26 2.363636 1.254545
Niger 13 39 3 1.166667

Source of Variation SS df MS F P-value F crit
Between Groups 16.10732 5 3.221465 3.454628 0.007813 2.353809
Within Groups 61.54545 66 0.932507

Total 77.65278 71

J4 My skills and abilities are effectively utilised in the job I do at the College
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Groups Count Sum Average Variance
Aust 12 45 3.75 0.386364
Iraq 12 51 4,25 0.204545
Tibet 12 34 2.833333 0.69697
India 12 43 3.583333 1.174242

Eritrea 11 31 2.818182 0.763636
Niger 13 45 3.461538 1.602564

Source of Variation SS df MS F P-value F crit
Between Groups 17.92453 5 3.584907 4.385576 0.001654 2.353809
Within Groups 53.95047 66 0.817431

Total 71.875 71

J5 Generally speaking, I often lack the confidence needed to perform well in my job
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Groups Count Sum Average Variance
Aust 12 33 2.75 0.568182
Iraq 12 21 1.75 0.931818

Tibet 12 24 2 0.181818
India 12 21 1.75 0.75

Eritrea 11 23 2.090909 0.690909

Niger 13 29 2.230769 1.025641

Source of Variation SS df MS F P-value F crit
Between Groups 8.352661 5 1.670532 2.398583 0.046383 2.353809
Within Groups 45.96678 66 0.696466
Total 54.31944 71

J6 I think that I have the potential to become a good leader at this College one day

Groups Count Sum Average Variance
Aust 12 49 4.083333 0.265152
Iraq 12 52 4.333333 0.424242

Tibet 12 38 3.166667 0.333333
India 12 50 4.166667 0.515152

Eritrea 11 39 3.545455 1.072727
Niger 13 53 4.076923 0.576923

Source of Variation SS df MS F P-value F crit
Between Groups 11.75243 5 2.350486 4.487864 0.001398 2.353809
Within Groups 34.56702 66 0.523743
Total 46.31944 71

J7 1 think that I have the potential to become a good manager at this College one day
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Groups Count Sum Average Variance

Aust 12 45 3.75 0.386364
Iraq 12 53 4.416667 0.44697
Tibet 12 42 3.5 0.272727
India 12 54 4.5 0.272727
Eritrea 11 40 3.636364 0.654545
Niger 13 52 4 0.5
Source of Variation SS df MS F P-value F crit
Between Groups 10.23232 5 2.046465 4.87392 0.000744 2.353809
Within Groups 27.71212 66 0.419881
Total 37.94444 71

J8 Being young and early in my career often makes it difficult to be respected professionally by

the more senior staff at the College

Groups Count Sum Average Variance
Aust 12 30 2.5 1.181818
Iraq 12 25 2.083333 1.719697

Tibet 12 39 3.25 1.295455
India 12 26 2.166667 1.060606

Eritrea 11 28 2.545455 1.072727
Niger 13 32 2.461538 1.435897

Source of Variation SS df MS F P-value F crit
Between Groups 10.20862 5 2.041725 1.570716 0.180578 2.353809
Within Groups 85.79138 66 1.299869
Total 96 71
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ANOVA for Empowerment

Groups Count Sum Average Variance
Aust 12 170 14.16667 71.24242
Iraq 12 162 13.5 84.09091

Tibet 12 79 6.583333  95.7197
India 12 162 13.5 186.6364

Eritrea 11 99 9 98.8

Niger 13 97 7.461538 115.7692

Source of Variation SS df MS F P-value F crit
Between Groups 703.8387 5 140.7677 1.29184 0.278103 2.353809
Within Groups 7191.814 66 108.9669
Total 7895.653 71

ANOVA for Theory X Theory Y organisational characteristics

Groups Count Sum Average Variance
Aust 12 113 9.416667 32.99242
Iraq 12 127 10.58333 26.62879

Tibet 12 40 3.333333 46.06061
India 12 115 9.583333 54.08333

Eritrea 11 83 7.545455 40.47273

Niger 13 67 5.153846 40.64103

Source of Variation SS df MS F P-value F crit
Between Groups 489.8165 5 97.96331 2.439992 0.043268 2.353809
Within Groups 2649.836 66 40.14903
Total 3139.653 71
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Motivation

Groups Count Sum Average Variance
Aust 12 84 7 1.272727
Iraq 12 105 8.75 1.477273

Tibet 12 85 7.083333 0.992424
India 12 102 8.5 1.545455

Eritrea 11 95 8.636364 2.254545

Niger 13 107 8.230769 2.858974

Source of Variation SS df MS F P-value F crit
Between Groups 36.92463 5 7.384926 4.237575 0.002113 2.353809
Within Groups 115.0198 66 1.742724
Total 151.9444 71
External Regulation Motivation

Groups Count Sum Average Variance
Aust 12 68 5.666667 1.878788
Iraq 12 65 5.416667 4.44697

Tibet 12 76 6.333333 2.060606
India 12 80 6.666667 1.69697

Eritrea 11 62 5.636364 1.654545

Niger 13 88 6.769231 2.358974

Source of Variation SS df MS F P-value F crit
Between Groups 20.54963 5 4.109926 1.741384 0.137433 2.353809
Within Groups 155.7698 66 2.360149
Total 176.3194 71

Introjected Regulation Motivation
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Groups Count Sum Average Variance

Aust 12 91 7.583333 0.628788
Iraq 12 78 6.5 1.363636
Tibet 12 74 6.166667 1.424242
India 12 93 7.75 2.204545
Eritrea 11 81 7.363636 1.854545
Niger 13 89 6.846154 1.474359
Source of Variation SS df MS F P-value F crit
Between Groups 23.87335 5 477467 3.213263 0.011735 2.353809
Within Groups 98.0711 66 1.485926
Total 121.9444 71

Identified Regulation Motivation

Groups Count Sum Average Variance
Aust 12 90 7.5 1
Iraq 12 105 8.75 2.386364
Tibet 12 98 8.166667 1.060606
India 12 106 8.833333  0.69697
Eritrea 11 97 8.818182 1.363636
Niger 13 117 9 0.666667
Source of Variation SS df MS F P-value F crit
Between Groups 19.76641 5 3.953283 3.33569 0.009546 2.353809
Within Groups 78.2197 66 1.185147
Total 97.98611 71
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Amotivation

Groups Count Sum Average Variance
Aust 12 44 3.666667 0.424242
Iraq 12 43 3.583333 1.174242

Tibet 12 55 4.583333 1.356061
India 12 44 3.666667 2.060606

Eritrea 11 41 3.727273 1.618182

Niger 13 59 4.538462 1.602564

Source of Variation SS df MS F P-value F crit
Between Groups 13.36519 5 2.673038 1.947692 0.098187 2.353809
Within Groups 90.57925 66 1.372413
Total 103.9444 71
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