Disciplined Char acter Valuesand Sustainable Career
Successamong Graduatesof Christian-based
Tertiary ingtitutionsin Ghana

BlasuE.Y.
Chaplaincy and Life Values Promotion Centre
Presbyterian University College, Abetifi-Ghana
E-mail: eyblasu@yahoo.com

ABSTRACT

The study adopted an opinion survey to determine the relevance of disciplined
character in the recruitment and promotion of graduate employees in Ghana. A
total of 371 respondents, consisting of 280 students from targeted Christian-
based colleges, 16 alumni and 75 employers from targeted industries were
randomly sampled. Data were collated with structured questionnaire and
interviews as instruments of collation. Chi square test was the statistical tool
used for data analysis. For both students and employers, a bad character
applicant must not be recruited. Smilarly, employers out-rightly and students,
closely, objected to an indisciplined character employee not being promoted.
They differed, though, in the reasons for their opinions. Employerswould rather
tolerate just to avoid the cost of unnecessary labour turn-over and litigations.
Students appeared to have erroneously and contrary to Acts of Ghana, (Labour
Act 651, 2003) assumed a right to promotion even if indisciplined. The variance
in opinions of employers and students may have important implications for both
educatorsand industry.hence educators and industries should pay serious policy
attention to the variance opinions of the participants of the study.
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INTRODUCTION

Theemployment market isacontinually changing landscape, and so university graduates
haveto compete morethan ever dueto variousreasonsincluding recessionsof theglobal

economy. The competition ismade keener for all graduates, as students are becoming
morediverse, overlapping inthejob market and competing on the samefrontsmore so
than ever before. The nature of employment isalso changing asindividuasaremorelikely
to be employed on projects or temporary contracts compared to 15 yearsago (Ulster
University, 2011). In short, today's business environment isnot only fast-paced, but also
highly competitive (Barberman, 2007). In Ghana, the situation isgetting worsewith the
increase in accessto university education and the resultant more graduate turn-out. A
young graduate today may have to be more than just the sum of paper qualifications
because of thefagt-paceand competitivenessof busi nessenvironment to bemoregppealing
to employers, favoured for employment and remaining employed - beit private or public.
Inacareer advicearticle Paul Powers(2010) assertsthat agraduate's stellar background,
great track record, prestigious degree and glowing references guarantee nothing inthe
new economy. The new employment paradigmis: What have you donefor melately?
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whether for pay or not. Thisobvioudy seemsto question or demand justify-your-inclusion
qudlificationsfroman applicant: (i) hisher character trait of being sacrificid and (ii) practical
skillsor competencesfrom experience. So employersexpect graduatesto exhibit awide
range of persond attributesin addition to the acquisition of abody of knowledge (Harvey,
Moonand Gedll, 1997) in order to be successful intheir chosen occupations (Yorke and
Knight, 2006). Inthissense, graduates must not only work towardsonly getting ajob, but
moreimportantly, keeping it by devel oping malleableskillsand quditiesthat will helpthem
maximisetheir potential inany workplace and enablethemtoredisethese potential s (Ul ster
University, 2011; Barberman, 2007). To keep pace and stay ahead, possession of several
key character traits (including work ethics) isaplusfor achieving asuccessful career
(Barberman, 2007), probably becausewhile aptitude (knowledge and skills) contributes
only 15%, attitude (upheld lifeva uesand resultant behaviours) accountsfor 85% of success
inlifeendeavours(Egyir, 2011).

Yet some constantly arguethat thereisno connection between one's personal life
and one's business. For instance, work ethic, asadisciplined character trait has been
criticised and believed to have become obsol ete (André Gorze, 1989). The critics of
work ethicbelievethat itisnolonger truethat producing moreimpliesworking harder; or
that producing morewill lead to abetter way of life. Moreover, the unprecedented scal e of
increased technological change and theelectronic or “themicro-chip' revolution arerapidly
increasing savingsin labour, intheindudtria, administrative and service sectors. Increasing
production issecured in these sectors by decreasing amounts of labour. Asaresult, the
socia processof production no longer needseveryonetowork init onafull-timebasis.
Therefore, work ethic ceasesto beviablein such asituation and work based society is
throwninto crisis(André Gorze, 1989). Further, in aresearch asto whether philosophic
views affect job performance, Stillman et al. (2010) report that the well-established
predictors such as conscientiousness, locus of control, and protestant work ethic fared far
bel ow the effect of freewill beliefson job performanceindicators.

Probably, with this philosophic view of non-viability of work ethicsin modern
el ectronic age of industry, some college studentsin Ghanatended to vehemently down-
play on or even protest against Christian disciplined character promoting effortsof their
ingtitutions. Implicitinthese protestswas students expectation of university tofocuson
improving their career potential sand successsustainability with only academic knowledge,
minusdisciplined character. Although employerseither expected good behavioura skills
or disciplined character inemployees, yet they neither serioudy demanding (ACCI, 2002)
nor rewardingit (Ryneset a. 2001). If intoday'smorally corrupt and undisciplined Ghana
(Prempeh, 2003), technol ogy isacclaimed reducing labour size and rendering work ethics
obsolete (André Gorz,, 1989). Does agraduate employee serioudly requiredisciplined
character valuesat al for successful career? It washypothes sed inthisstudy that despite
the belief that technol ogy and micro-chip revolution might be apparently rendering it
obsolete, disciplined character, asbasisfor agood work ethic (Hill, 1997), wastill relevant
toindustry and for graduate career success (particularly, recruitment and promotion) in
contemporary businessorganisations. Thisstudy ishoped to enable Christian-faith based

Journal of Sociology, Psychology and Anthropology in Practice, Volume 4, Number 3, December 2012 2



universitiesdesign appropriate character and personality devel opment programmesthat
will improvethequdity of their graduates. To achievethisobjective, two research quections
wereformulated to guide the study. Hence, thefollowing hypotheseswereformulatedin
null formthequestions.

H,1. Students’Employersand Alumni do not agreethat bad character entrée employee
should beemployedin any work ingtitution.

H,2. Students, Employersand Alumni do not agreethat bad character employee should
be promoted in any work ingtitution.

METHOD

Thisstudy wasanon-interventional , but quantitative and descriptive opinion survey. Many
authors have employed similar approachesin the study of ethical issues (Peslak, 2008;
Shaw, 2003; Hilmer, Richardson and Courtney, 2003). Thetarget population, considered
as direct stakeholders of education with respect to the study objective, consisted of
Students, Employersand Presbyterian University College, GhanaAlumni. The students
weredrawn from five Christian-based tertiary ingtitutions bel onging to the Conference of
Private Universitiesin Ghana(CPUG), namely Presbyterian University College, Ghana
(PUCG); Pentecost University College (PUC); Methodist University College (MUC) and
Vdley View Universty (VVU) aswell asonepublictertiary ingtitution - Abetifi Presbyterian
Collegeof Education (ABETICO). Thesecollegeswereaready known for promoting
disciplined character through either formal education at pre-tertiary levelsor informal
Christian education a churchlevels.

Therespondentsfrom the employers category included top leadersof churches
that founded privatetertiary institutions; senior manageria staff of member enterprisesof
the EmployersAssociation of Ghana(EAG) and Association of Ghanalndustries(AGlI),
aswd| ashuman resource managersat government Ministries, Departmentsand Agencies
(MDAS). Theseindustrial organisationswere believed to hold high probabilities of job
opportunitiesfor thetargeted sudentsdueto their academic disciplines. TheAlumni category
consisted of the 50 registered membersfrom first and second batches of studentsthat
graduated from PUCG in 2007 and 2008, respectively. They were chosen for being the
only ones(among all the participating educationa institutions) readily accessibleto give
feedback on some exposureto character promotion programmesinformally during their
last yearsbeforegraduating and entering industry. A total of 575 respondents consisting of
425 students, 100 employers and 50 Alumni of PUCG were contacted in the survey.
Datawere collated using structured questionaireand semi-structured interview questions
asinstruments. The questionnaire was pre-tested with students at Okwahu campus of
PUCG; M praeso branch of GhanaCommercia bank and Okwahu-East District Assembly
Office. The pre-test assessed respondents understanding of theinterrogativeitems. This
resulted in reframing someof them to berelevant for the objectivesof thestudy. It hel ped
asotochangefromusing aLikert-type scaefor self scoring to smpletrinomia "agreed”,
"disagreed" and "undecided" type of answersfor the closed questions. All 50 registered
Alumni were provided with the questionnaire through e-mailsand the responsesreturned
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via same way within one month. For students, the questionnaire was administered
immediately after aclasssesson, upon soliciting their participation, and collected within
one hour. Student participantswere sel ected randomly from those present in the class
through balloting. Respondents from the employers category were selected by their
managements. Most of them submitted their responses by e-mail; therest, upon their
approva, wereinterviewed using the same questionnaire, with further interrogation for
detailed explanations. Accuracy was cross-checked from permitted voicerecordings. Chi
sguaretest of goodness of fit of the responseswas accepted at 5% level of significance.

RESULTSAND DISCUSSION
A total of 64.52% responseswereretrieved from the 575 contacts made, consisting of
280 (65.88%) Studentsout of 425; 16 (32%) Alumni out of 50 and 75 (75%) Employers
out of 100.

Opinionson Recruiting Bad Character Applicant: To be successful intheir chosen
occupations graduates must devel op malleable skillsand qualitiesthat will help them
maximise their potential in any workplace and enable them to realise this potential
(Barberman, 2007; Ulster University, 2011). Such malleable skillsand qualitiesinclude
personal attributes (Yorke and Knight, 2006; ACCI, 2002), like disciplined character or
work ethic (Barberman, 2007), which are expected to be exhibited in the employee's
industrial life(Harvey et d., 1997). Therefore, to determinetherelevance of disciplined
character toindustry and recruitment success of graduatesin Ghana, this study analysed
respondents’ opinions about how seriously character was considered asaquality at the
gate of entrée employment.

Table 1 indicates that a significantly high proportion of students (62.50%),
employers(64.0%) and Alumni (62.50%) disagreed that abad character applicant could
be employed. Thereasons advanced included the need to protect the reputation of the
company, avoiding negativeinfluenceon other saff, ensuring peaceful industria environmernt,
retention of customersand avoiding high employeeturn-over rate with itsassociated costs
toindustry. In support of their opinions, two employers (from afinancing company anda
government ministry, respectively) gavereasonsimplying anindisciplined person might not
stay long at post for the company to benefit from hisexcellent academicsand job skills,
because helacksthe necessary persona values needed for maximum manifestation of his
qualities. Similarly, achurch leader respondent believed that afirst class, brilliant and
intelligent accountant who was athief would dupe the company asafirst classthief. A
banker alsoinsisted:

"What | am saying is that the banking market is now very highly

competitive and getting more technological, although electronic

technology is reducing human labour size of industry, the services

sector such as banking still requires humans and not robots to handle

sensitive areas. This makes the competition keener for the employee

who must go beyond technical skills to displaying values that reassure

the customer of being in safe hands always. For in the services industry
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we deal with humans; students must therefore be made to see moral

values as equally important as academic and professional skills

development. At the stock exchange the reputation of the bank is

important for attracting shares. This starts with the quality of its human

resource in both competence and good character values for customer

relations’.
It was deductive from these responses that employers still paid serious attention to
disciplined character of entrée employees, despite thetendency for increasing €l ectronic
technol ogy to reducelabour size. A ma or assigned reason, which agreed with an assertion
from Call Centre Managers (OPCE, 2000), wasthat in the services sector, especialy,
even the technol ogy-influenced reduced |abour size required humanswith disciplined
character traitsfor good customer relations and attraction of share holdersto keep the
company in competition. For the graduate employee, theimplication would be akeener
competitivenessin recruitment opportunities, with leaner career successif not possess
disciplined character.
Opinions on promoting bad character employee: As regards the promotion of an
employeewith unacceptable character it was hypothes sed that applicantswith required
academic performance and job skills but known to have poor or no self-disciplineand
morality would not beassigned sensitiveresponsi bilitiesnor promoted, evenif employed.
Table 2 suggests an outright objection by the participating employers (54.67%); but the
students (50.71%) wereonly closeto objecting that bad character employee must not be
promoted. Thusathough with varied degree of indications, both categoriesof respondents
did not think abad character employee should be denied promation. They advanced
diversereasonsfor their positions. For Employers, thereasonsincluded:
€) Caution againgt unnecessary humanright legalities:

0] Torefuseto promotehimwill betrouble. Shewill takeyouto Commission
on Human Right and Justice (CHRAJ). Sheisagood for nothing person.
So don't employ him/her [TWO COLLEGE LECTURERS].

(i) If not promoted it will beequal to not helping himtoimprovehimsdf. He
maly suethe company. So avoid engaging him, inthefirst place, to avoid
counter production[ CHURCH LEADER].

(b) Hopefor possiblereformation onthejob:

0] It ispossibleto help some peoplereform on thejob though it may take
timeand at acost [INVESTMENT PROMOTER].

(i) A drunkard-teacher wasreformed through pastoral counselling and now
not only teachesin acollege of education, but alsoisatraditional ruler
[CHURCH LEADER)].

(© Avoiding redundancy:

0] Thepersonisemployedtofill aregular roleor vacancy, so he/she cannot
be employed and yet not given that roleto play, especialy after acquiring
moreskillsonthejob [ACCOUNTANT].

(i) Knowing that tainted person should not bein sensitive position, don't
engagehimonly tobeleftide[ACCOUNTANT].

Journal of Sociology, Psychology and Anthropology in Practice, Volume 4, Number 3, December 2012



In the case of the Students, who were closeto rejecting the hypothesis, thereasons
included:

@ Theemployeehastheright: onceemployed, requirementsfor promotion were
implied.

(0] Sofar asthey havetherequisite basic qualification they need to begiven
what they deserve, but acounselling unit should be ableto help such
personsif and when necessary [MUC; PUCG].

(i) Oncethe person can do thejob and wasthusemployed, he/shecan doit
right at the higher level a so and so should be promoted [PUC; VVU].

(b) Employment isfor work; not for moral display

Mordlity and self-disciplineonly depict theoveral character and not thereasonto

be at or promoted to a post [PUC].

(© Not disciplined character, but academics and job skills underscore good job
performance

® Most jobsarenot given to people because they have self disciplinebut it
isbased on their academicsand job competence[PUC;VV U].

(i) Becauseitisonly academic performanceand job skill that will et employee
excd inthejob [VVU].

(i)  Thefact that oneisnot disciplined does not reduce one's ability to take
technica responsibility. Onecanfit well inthehigher positionin question
evenwithout good moras[MUC; PUCG].

From the explanations, students believed that implicit in having been employed was
qudificationfor promotion. They felt that onceajob seeker wasrecruited, the prerequisites
for even higher or sengitive positionsmust have been satisfied in principle. Consequently,
promotion must not be affected by character, since the purpose of the employeeinthe
industry wasto work and work competently rather than demonstrate morality. Moreover,
if and when moral issues arose, the employee could be assisted to reform through
counsalling. Essentially, then both students and employers held same position that once
employed abad character person could be promoted. However, each group advanced
different reasonsfor their opinions. Employers position was apparently rather moreof a
precaution and acoping with an otherwiseintolerable situation. They preferred the bad
character applicant would rather not be employed at al to not being promoted. One of
them (abanker) summarised:

'The general ruleis that if you have a doubt, don't recruit. It is good to

err on the side of caution; so don't engage him to begin with. It is the

safest way of managing risk - avoid it'.

Students, on the other hand, assumed a matter-of-course principle that must respect
academicsand technical skillsrather than character values of an employeeinthequestion
of promotion. They tended to think of it asan employee-right to automaticaly bequalified
for al opportunitiesfor promotion or being assigned sensitiveroles. Thismind of students
wasrather erroneous and contradicted the Acts of Ghana(Labour Act 651, 2003) which
statestheright for employee promotion to only the employer, who, thus, could insist on
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disciplined character asacriterion for employee promotion. Roy (2007) atesthat today
morethan ever, employers specifically seek individua swho possessapositive attitude
and strong work ethic-traits often recogni zed within graduates of faith-based colleges. In
agreement, Mr. Felix Nyarko Pong  cautioned graduating students:
'these days due to keenness of competition in (the banking and finance)
industry, employers resort to attitude (implying character) as the final
guality rather than intelligence and job skills which most applicants
possess'.
Thedifferencein opinionsbetween employersand students (as potential employees) needs
significant attention of both educators and industry, because understanding the values of
employeesisarequirement for any company that wishesto operatewith vigour andvitaity
(Ralstonet ., 1997 ascitedin Nesset al.., 2010).

Table 1: Responses of Students, Employersand PUCG Alumni regarding ‘recruitment of bad character
applicant

Respondents Disagreed Agreed Undecided Total  Chi=Sg. Value
(=Norecruit)  (=Recruit) ?=0.05, n=2
Students 175 47 58 220
(62.50%) (16.79%%) (20.71%) (100.0%) 2254
Employers 48 19 8 ) 2452
(64.0%0) (25.33%) (10.67%0) (100.0%0)
PUCGAlumni 10 4 2 16 2536
(62.50%) (25.0%) (12.50%0) (100.0%0)

Source: Survey, 2011
Table 2: Responses of Students, Employers and Alumni for 'not promoting bad character employee

Respondents Disagreed Agreed Undecided Total  Chi-Sg. Value
(=Promote) (=Not promote) a=0.05,n=2

Students 142 6] 63 230 4.166
(50.71%) (26.79%) (22.50%) (100.0%)

Employers 4 <] 1 ) 7.065*
(54.67%) (44.0%) (1.33%) (100.0%0)

PUCGAIumni 12 2 2 16 0.842
(75.0%) (12.50%0) (12.50%0) (100.0%0)

Source: Survey, 2011

CONCLUSION
The study suggested that technology and micro-chip revol ution might reducelabour size,
but had not necessarily rendered disciplined character and work ethic unviable. Thewhed
of industrial technology still required the reduced labour - and not robots - to runit,
thereby necessarily increasing competitivenessinrecruiting themost useful candidatefrom
atechnicaly quditativelabour market. In such keenly competitivestuationssomeemployers
would either fall on or be compelled to painfully and reluctantly overlook thefactor of
character, including work ethic of employees, for assigning sensitivetasksor promotion.
Impliedly an excellent academic performance at school may not necessarily guarantee
trandationinto sustainablesuccessful career if itisnot supported with disciplined character.
Egyir (2011) noted, the fact that a person knowswhat to do, and how to doit, does not
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necessarily imply that he or shewill doit theway it should be done; it isthe person's
attitude (upheldlifeva uesand resultant behaviours) that will determinehow well heor she
woulddoit. Similarly, inreviewing Laurance Kuper'sbook on businessethics Charl (2007.)
pointsout that sustai nable competitive advantage in business dependson ethical values.
Yet, Sudentserroneoudy assumed aright of theindisciplined (or unethical) employeeto
be promoted once considered technically qualified and had been employed, irrespective
of morality. It should berecommendablefor educatorsand industry to serioudy pay policy
attention to the variancein opinions of employers and students, because it may have
important implicationsfor both of them. Sincethisismanifestedin the GhanaL abour Act
651, 2003, that employers could only insist on discipline character asacriterion for
employee's promotion. TheAct was enacted to promote disciplined character among
Ghanians.
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