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Abstract:

The terms, consultancy and consulting, are often used interchangeably to explain a set of knowledge acquired and
implemented in a specialised field or in specialised fields. In recent years, organisations have realised the constant need
for third party expertise; and this affirms the significance of consulting services in the competitive global business
environment. Services provided by consultants in various professional fields have proven to be essential to the socio-
economic development and growth of organisations and economies across the globe. Its significant contributions
notwithstanding, activities of the consulting industry are believed to be muscled by a number of factors. The main
objective of this scientific inquiry was to examine the realities and misconceptions associated with the activities of
professionals in the consulting industry. Specifically, the present research sought, among other objectives, to examine the
effect of professional service delivery on the reward of consultants in the consulting industry. The quantitative approach
to scientific inquiry formed the basis for the conduct of this research. A cross-sectional design was adapted and used in
the study. This allowed the researchers to gather relevant research data over a specific period of time. Data required for
the research were obtained essentially from secondary sources including text books, journals, research papers,
newspaper publications; and Google Search Engine, among other relevant sources. Descriptive statistics and regression
models were used to describe the research variables; and to evaluate their behaviour over the stated time frame in the
consulting industry. The research findings revealed professional dispositions of consultants account for about 99% of the
variation in their average earnings in the consulting industry. The study recommended the need for consultants to pay
attention to project details; and ensure strict adherence to project deadlines. Consultants with multiple talents could fit
into several specialised areas. Consultants’ creativity and quick resolution of difficult problems would be a trump card.
Providing meaningful solutions to clients’ problems is predicated on strong understanding of the problems on hand. To
this end, it behoves the consultant to ask all the relevant questions and demand answers from the client. Consultants
must continually avail of themselves to learning to be abreast of current happenings and dynamics in the consulting
industry to assure the provision of contemporary and state-of-the-art consulting services for clients. Consultants who
wish to achieve remarkable success in their chosen profession must be committed to listening; and building meaningful
and healthy relationship with their clients.
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1. Introduction

The terms, consultancy and consulting, are often used interchangeably to explain a set of knowledge acquired and
implemented in a specialised field or in specialised fields. Consultancy or consulting involves assuming an advisory role in
a given discipline or set of disciplines. Consultants provide varying degree of advisory services in a range of disciplines:
finance, operations, strategy, human resource and technology, among others.

Generally, there are two major forms of consultants. These include internal and external consultants. The
responsibilities and functional dispositions of these two forms are similar in many respects, with at least two clear
differences: internal consultants are usually full-time employees and listed on the regular payroll of their employers.
However, external consultants are often remunerated only when their services are engaged by an organisation. In
addition, internal consultants are sometimes “heckled” in the course of discharging their professional responsibilities.
Stated differently, internal consultants are sometimes compelled by their employers to present analyses and findings in a
particular or desirable manner. Finally, internal consultants are believed to have a better understanding of their
organisation’s cultural and functional dispositions than external consultants.

304 | Vol7 Issue5 DOI No.: 10.24940/theijbm/2019/v7/i5/BM1905-057 May, 2019



http://www.theijbm.com

THE INTERNATIONAL JOURNAL OF BUSINESS & MANAGEMENT ISSN 2321-8916 www.theijbm.com

Conversely, external consultants often tend to be “resolute” and “firm” in the discharge of their professional
duties. External consultants have the opportunity to address compelling and varied challenges of all shapes of
organisations — small-, medium- and large size organisations.

However, internal consultants may be limited in scope and function since their responsibilities are often limited to
their organisations. The foregoing notwithstanding, there are a number of internal consulting firms that have developed
into external consulting firms. Examples include Shell, Philips, GM, and Porsche Consulting, among others.

The choice of internal consultant or external consultant is often tied with the financial strength of the hiring
organisation. Thus, the budgetary strength of a firm strongly influences its decision to opt for an external or internal
consultant or both.

1.1. Background of the Study

Extant research reveals the existence of myriad of segments in the consulting industry. This could be attributed to
the existence of numerous disciplines across the globe. Advisory experts believe there are over two hundred (200)
different segments in the consulting industry. Different forms of typologies have been advanced, over the years, by
different analysts to ensure apt definition and valuation of the consulting industry.

Varied definitions of the consulting industry are applied by analytical firms such as IDC or Source Global Research,
Gartner, and ALM Intelligence. The latter was formerly known as Kennedy Consulting Research and Advisory.Also,
representative bodies such as the Management Consultancies Association (MCA) and European Federation of Management
Consultants (FEACO) apply different definitions to the consulting industry. In line with common practice among many
consulting firms across the globe, the typology of ALM Intelligence is applied to this research.

The conulin ndustryconsssof more than 200 iffrent segments

il -

Srtegy Operatons Human Resources Finanla Advisry Technology

Management Conslting

Figure 1: Major Segments in the Consulting Industry

Further categorisation of the over 200 various segments identified in the consulting industry could result in the
major segments outlined in Figure 1. Data in Figure 1 depict the existence of five distinct segments: strategy consulting,
operation consulting; human resources consulting, financial advisory consulting, and information technology consulting.
The sixth segment, management consulting, comprises an amalgamation of strategy, operation and human resources
consulting.

Consultants engaged in strategy consulting provide the requisite consulting services for drafting of effective
government policies; and development of meaningful strategies for businesses and corporations. Issues related to
business, organisation and management are often handled by management consultants. Operation consultants provide
useful advice in the areas of outsourcing and finance, performance on day-to-day operations, procurement, supply chain,
and process management, among others.

Human resources consultants provide clients with advisory services on meaningful human capital development;
and effective contribution of human capital to the attainment of organisational goals and objectives. Financial consultants
are often called upon when clients are interested in restructuring; require actuarial, forensics and litigation services, and
others. Technology consultants often provide the technology advice needed by organisations to ensure effective
management and continuous improvement in their information technology infrastructure.
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Main segments in consulting and key service areas
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Figure 2: Main Segments and Key Service Areas

Figure 2 presents useful information on the essential services provided by consultants under a major segment. We
identify five (5) key service areas under strategy consulting; and six (6) key service areas under information technology
consulting. It is worth noting, the consulting segments and areas outlined in Figure 2 are not mutually exclusive, a
consulting firm or consultant may engage in the provision of advisory services across segments and key service areas. A
consultant may be knowledgeable in more than one area; this would afford the consultant chance to offer advisory
services to varied clients with different consulting needs.

1.2. Problem Statement

In recent years, organisations have realised the constant need for third party expertise; and this affirms the
significance of consulting services in the competitive global business environment. Generally, organisations engage the
services of consultants to help address their challenges and implement prescribed solutions to ensure improvements in
their performance.

Services provided by consultants in various professional fields have proven to be essential to the socio-economic
development and growth of organisations and economies across the globe. Consultants provide the tutelage needed by
various organisations to improve efficiency, effectiveness, productivity and overall operational performance. These
significant contributions notwithstanding, activities of the consulting industry are believed to be muscled by a number of
factors including attempts to uberize the consulting industry; and organisations’ focus on cost of hiring consultants rather
than the professional value consultants bring to the organisations.

Another worrying trend is the attempt by organisations to reduce consultancy to commodity and transactional
type of interaction rather than being upheld as a professional service with a long-term characteristic or focus. Concerns
have been raised about the fees charged by some consulting firms in the industry. For competitive reasons, firms in the
consulting industry are believed to shroud their fees in secrecy. Consultancy.uk (n.d.c) estimates an hourly rate of £50 for
operational level services; and an hourly rate of about £300 and above for consultancy in leading strategy. The advent of
novel technologies is believed to result in loss of jobs by “human” consultants to “robotic” consultants in the near and
distant future.

The general business problem is whether or not current and future consultants would possess the requisite
professional and technological skill, and dexterity to effectively withstand and address challenges saddled with
organisations in various industries while harmonising their fee structure and rewards. Though evidence of this
phenomenon exists in the Ghanaian economy, limited scientific inquiry has been conducted to address it.

The specific business problem is how each consulting firm could carefully design and craft its operations to ensure
transparency and competitiveness while adapting strategic measures that would eliminate or minimise the crowding-out
effect of novel technologies on direct demand for the services of human professionals by organisations in the market place.
The purpose of this research was to analyse the realities and misconceptions associated with the activities of professionals
in the consulting industry.

1.3. Research Objectives
1.3.1. General Objective

The main purpose of this research was to assess the realities and myths surrounding the operations of professionals in the
consulting industry.

1.3.2 Specific Objectives
Specifically, the present research sought to achieve the following objectives:
o Evaluate the contribution of consultants to the attainment of sustainable development and growth in
organisations and economies.

o Assess the effect of robotic consultants on the demand for human consultants.
e Examine the effect of professional service delivery on the reward of consultants in the consulting industry.

306 | Vol7 Issue5 DOI No.: 10.24940/theijbm/2019/v7/i5/BM1905-057 May, 2019


http://www.theijbm.com

THE INTERNATIONAL JOURNAL OF BUSINESS & MANAGEMENT ISSN 2321-8916 www.theijbm.com

e Make recommendations for improved service delivery to enhance development and success of professionals in the
consulting industry.

2. Literature Review

This section presents a review of existing works relevant to the study. It begins with a brief theoretical framework
and concludes with thematic discussions on scientific studies essential to the current research. Some of the themes
discussed in this section include knowledge transfer through consulting, ethical standards in consulting, relevance of
management and integrative consulting, and consulting trends amongsmall and medium-scale enterprises (SMES).

2.1. Theoretical Framework

Management theory facilitates our understanding of strategies often adapted by managers and supervisors to
promote healthy relationship with their organisations. These strategies align with organisational goals through effective
implementation and eventual realisation of stated goals or objectives or both. Further, management theory enhances our
understanding of measures put in place by managers and supervisors to assure higher productivity through employee
motivation. Based on the foregoing, management theory was considered a prototype for the current research. Specifically,
the present study was theoretically framed around the scientific management theory propounded by Frederick Taylor
(1856 - 1915).

Frederick Taylor’s scientific management theory, often called Taylorism, emphasizes on the breakdown of manual
tasks in a manufacturing environment into several parts to ease identification of the most preferred way of performing
each task. The foregoing implies an organisation has the opportunity to train its employees to become experts in
specialised areas; each task is considered specialised and discrete.

Today, economies across the globe can boast not only of specialised tasks in manufacturing organisations, but also
the provision of specialised services in healthcare; finance, insurance, and banking; and in consulting services, to mention,
but a few. The scientific management theory is pivoted around efficiency and productivity. That is, its focus is on how
managers could harness the limited resources — human capital, financial resources, raw materials — at their disposal to
minimise waste; and to ensure higher productivity.

2.1.1. Responsibilities of Managers

Basic tenets of Taylorism require management to approach day-to-day operations with scientific methods rather
than dwell on general rules of thumb or opinions; management must buy strongly into the scientific methods it advances
for day-to-day operations; management members must not wield arbitrary powers; and management’s co-operation with
staff towards the realization of set objectives must be very paramount. It is essential for the organisation to select the
desired staff and when necessary, provide the requisite training to assure higher employee job performance. In addition,
managers are expected to pay close attention to time and motion. This would assure the adaption of best methods, and
completion of tasks within stipulated times. It is imperative for management to set up a supervisory body or another body
to assume responsibility of employees, other than actual job performance.

2.1.2. Responsibilities of Employees

Employees are required to be diligent on their jobs to assure increased productivity and profit, so management
could share part of the profit with them through increased wages and salaries. Employees must eschew protests and co-
operate with management in the development of scientific methods to improve efficiency and productivity; and accept
management decision to provide them with training to acquire novel ideas and improved skills to effectively adapt to their
assigned positions. The theory requires employees to co-operate with managers in the determination of production
specifics. That is, what must be done and how it must be done.

2.1.3. Benefits

It is believed an effective implementation of Taylorism leads to increased productivity through improved work
methods and practices; it ensures employees’ compensation is tied with results. This compels employees to give of their
best on the job to qualify for more remuneration and incentives. It becomes relative easy to measure tasks and procedures
with high accuracy. Improvements in work methods, plant design, and other production essentials are facilitated by paths
and processes measurements. Manager-employee relationship at the “bottom” level witnesses significant improvement as
the former dialogues with the latter in the resolution of organisational and work-performance challenges. Significant
improvements witnessed in the physical working conditions of employees in organisations, and development of
contemporary job studies across the globe could be attributed to Taylor’s classical management theory.

2.1.4. Setbacks

Strict implementation of work methods and plant designs proposed by Taylorism limits employee’s discretion; he
or she is compelled to follow laid down methods and procedures with little or no modifications. Emphasis on division of
labour leads to partition of work, creating little room for innovation and versatility. Since employee compensation is
contingent on total units of production, employees’ attention is focused more on economic gains (that is, producing more
units) than on work interest. The scientific management theory arrogates more powers to managers and supervisors than
to employees. Conflict in the workplace erupts when managers seek to exercise their powers with little or no recourse to
employees. The “scientific” basis for measurement of jobs and determination of wage rates makes it difficult for employees
to make realistic economic bargain.
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2.1.5. Conclusion

The scientific management theory developed by Frederick Taylor has played an enviable role in the record of
improved efficiency and effectiveness; and led to increased productivity in organisations and institutions in the private
and public sectors of economies across the globe. The theory ensures a social equilibrium between management and
employees. However, employees’ ability to understand and “master” various aspects of a given job is often muscled. This
theory was a subject for practical management implementation in the 1930s through the 1960s, with later improvements
by Peters in the 1970s and 1980s; and Waterman in the 1980s and 1990s. These seminal writers stressed on the need for
employees’ contribution to day-to-day operations and decision making to be given strong considerations by management.
This novel approach is termed as systems thinking (Health Knowledge, 2017). Dovetailing Taylor’s scientific theory with
the present research, one could state through the concerted efforts of consultants and managements, organisations across
the globe could have an edge over their competitors through improved operational efficiency and effectiveness.

2.2. Knowledge Transfer through Consulting

Jacobson, Butterill and Milbank (2005) reviewed existing literature and adapted the symbolic interactionism
theory propounded by Blumer (1969), grounded theory advanced by Glaser and Strauss (1967) and Strauss (1987), and
dimensional analysis developed by Caron and Bowers (2000) and Schatzman (1991) to develop a consulting model to
explore effective utilization of consulting as a strategic means of transferring knowledge from consultants to clients in
healthcare institutions. Data required for the study were gathered from the Health Systems Research and Consulting Unit
of the Centre for Addiction and Mental Health, a teaching hospital affiliated with the University of Toronto in Canada.
Findings from the research revealed a positive relationship between consulting and transfer of knowledge. That is,
consulting is an effective means of transferring knowledge from consultants to clients. Findings from the research
corroborated Weiss's (1979) model of knowledge use; and affirmed use of knowledge transfer as a prerequisite for
funding academic research by most public granting agencies. Generalisability of the research findings may be hampered by
extensive reliance on data from one consulting group. This notwithstanding, the research outcomes add to the existing
body of knowledge in the area of human services consulting; the study could be replicated by other researchers to enhance
its generalisability.

Jacobson et al. (2005) argue one way of ensuring effective transfer of interactive knowledge between decision
makers and academics is by putting consulting into practice; effective use of practical consulting helps to promote
enlightenment and interactive models of using knowledge, which may be uncommon to academic researchers relative to
instrumental models. Jacobson et al. believe a considerable portion of existing literature in the field of consulting is
centered on two distinct forms of practical consulting: providing consulting services for organisations, including all forms
of management and information technology consulting; and providing consulting services for institutions engaged in
human services such as programme and mental health consulting. The authors identified three significant factors that
could necessitate use of knowledge in consulting projects. These include the underlying phenomenon or research problem
and its related urgency; the unique traits and beliefs of clients and consultants in the ability to effectively transfer
knowledge; and consultant’s adaption of unique strategy or strategies that could court the client’s participation and
collaboration throughout the consulting process.

2.3. Ethical Standards in Consulting

Mingaleva (2013) employed the panel survey design to analyse the principles of ethic inherent in consulting. The
purpose of the research was to identify key problems inherent in consulting market formation in the Perm Region in
Russia. The study sought to examine the impact of consulting on various economic activities in the Perm region. This study
replicated earlier studies by Mingaleva (2004), Mingaleva and Hakimova (2005), and Mingaleva and Vasenina (2005)
which examined the ethical dimensions of creative technologyand advertising in the consulting industry. Theories of
ethical behaviour in business developed by Beauchamp and Bowie (1988), Braybrooke (1983), Donaldson and Werhane
(1988), Hoffman and Moore (1984, 1990), Manuel (1988), Nash (1984), Patten (1984), and Treitel (1999) were
conceptualized and adapted in the study. Participants required for the study were drawn from consulting firms; they
included managers and business leaders of consulting firms drawn from Perm Kray in the Perm region in Russia. The
research involved administration of panel survey to about two hundred (200) respondents in fifty (50) consulting firms;
and about three hundred and fifty (350) respondents in one hundred and twenty (120) enterprises in the Perm region.

Findings from Mingaleva’s (2013) study revealed about 55% of clients and only about 47% of management
advisers keep standards and principles related to confidentiality and ethics. Ethical behavior of management advisers is
pivotal to sustainability of the relationship with clients - breach of ethics by management advisers leads to negative and
destructive consequences; relationship between the consultant and client is strained by lack of trust of the former by the
latter. The research outcomes indicated the ethical behaviour of consultants has a strong effect on the operations and
economic fortunes of financial and banking institutions, small- and medium-sized enterprises, large industrial businesses,
and institutional investors, among others.

Mingaleva (2013) identified challenges including lack of trust and breach of ethical principles and standards by
consultants as affecting the effective performance and contribution of the consulting industry to strong economic
development and growth; and the need to address these challenges to enhance investment opportunities, business
expansion, and competitive advantage of businesses in the Perm region. The challenges identified by Mingaleva (2013) are
not peculiar to the Perm region; they extend to other geographic jurisdictions. This accentuates the significance of the
research outcomes and its contribution to the repertoire of knowledge in management consulting.
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2.4. Relevance of Management and Integrative Consulting

Brandon-Jones, Lewis, Verma and Walsman (2016) adapted a mixed methods approach to scientifically examine
the effect of individual and firm level characteristics on professional service operations in the travel, tourism and
hospitality sector in the United States of America. The authors sought to employ individual and firm level characteristics to
demonstrate the heterogeneity of professional consulting services in the foregoing sectors. Brandon-Jones et al. (2016)
categorised professional service operations into super-specialist, generalist, deep knowledge trader, and deep market
trader. The research analysis included three hundred and eighteen (318) questionnaires completed by respondents
through online survey, semi-structured interviews, and focus group discussions. The researchers adapted and
implemented a best-worst choice experimental survey. Contrary to widely-held views of homogeneity in the operations of
consulting services, findings from the study revealed significant variation in the activities and service delivery of
consulting groups. This is consistent with Maister (1993) who affirms consulting services are a conglomerate of
procedural work, portfolio of brains, and grey hair. The research outcomes revealed a positive relationship between level
of expertise and interaction; a consultant with a high level of expertise spends less time with a client, and enhances his or
her networking capabilities, vice versa.

Findings from the research depicted the passive and remoteness of consulting services as well as limited human
interface. That is, the extent of face-to-face interaction between consultants and clients is limited; and often predicated on
the phase or phases of commenced projects. Generally, the provision of consulting services is at the request of the client.
The research outcomes revealed strong level of knowledge and mastery, and relative huge capital outlay are required in
the successful operations of consulting services while the advent of improved technology necessitates the infusion of
novelty and innovation into the operations of various consulting services in the United States and across the globe.
Improved consulting services account, to a very large extent, for the sporadic infusion of information technology into the
activities of businesses and institutions in the last twenty (20) years. Some noted academic infractions in the research
include the limitation of primary data collection to the selection of ex-ante variables, and the decision to limit the study to
one empirical context. The foregoing weakens generalisability of the research outcomes. This notwithstanding, the depth
of Brandon-Jones et al.’s work adds, profoundly, to the existing body of literature in the realm of management consulting.
The study could be replicated in other jurisdictions to enhance its generalisability.

Motamedi (2016) assesses the role of consulting typologies including integrated, legacy, conventional,
organisation development and human resource, real time, and trans-organisation consulting in the socio-economic
advancement of businesses in the global economy, which is characterized by intense competition, emerging industries,
unprecedented challenges, and ever-changing technologies, among others. Motamedi (2016) notes over-reliance on
organisation processes and techniques; and on legacy management is not sufficient to address the fast-paced challenges
witnessed in the competitive global business environment. In addition, prolonged strategic planning and designs often
recommended by professional service providers as effective tools for organisational control and command are now
perceived as not only slow, but also out-dated and irrelevant.

Motamedi (2016) believes collaborative and competing firms require actionable decisions at various levels within
their establishments and across networks to assure the resounding success of their internal operations; and their ability to
remain in business as a going concern over a considerable period of time. Quick response and solution to challenges
saddled with organisations in the ever-changing global business economy are essential tools for their economic survival.
The author avers consultants’ ability to add economic value to the operations of organisations is predicated on their ability
to identify, educate, facilitate, and guide the participation of key stakeholders and decision makers through competent
social dialogue. He argues such initiatives are essential to the establishment of productive relationships; and integrative
consulting provides more favourable results in fast-changing complex business environments than legacy consulting.

Consistent with Brandon-Jones et al., Motamedi (2016) believes the advent of improved technological standards
in the business world calls for a paradigm shift from the orthodox or traditional approach to consulting service delivery to
strategic and innovative ways of providing cutting-edge services for clients. Thus, providing timely and accurate solutions
to an organisation’s challenges is essential to strong reputation for the consulting firm; and a tremendous opportunity for
the client to derive competitive and economic advantages.

2.5. Consulting Trends among SMEs

Nicolescu and Nicolescu (2016) examined the role of management consultancy services in the promotion and
development of small- and medium-scale enterprises (SMEs) in Romania. The authors argued a nation’s effective
transition from industry-based to knowledge-based economy is predicated on the proliferation and intensification of
consultancy services in her various sectors. Nicolescu and Nicolescu (2016) deepened readers’ understanding of different
typologies of consulting, including management consulting; and help SMEs to access and appreciate consulting services as
essential tools for their accelerated expansion and growth. The authors believe tailoring consulting services to suit the
needs of SMEs is useful to their operational success.

Nicolescu and Nicolescu (2016) differentiated between managerial-entrepreneurial counselling and managerial-
entrepreneurial consultancy in the consulting industry. The former is believed to be less laborious and less technically
demanding relative to the latter; counselling services are often provided at no cost to the client whereas consultancy
services usually attract a fee, irrespective of the complexity and scale. The authors noted it is often difficult to decouple
counselling from consultancy services since counselling services provided by consultants to SMEs helps the former to
demonstrate mastery, competence, skill and dexterity; and to promote their consulting business to the latter. The
foregoing implies consultants employ counselling as an effective marketing tool to “sell” their consulting business to large
corporate bodies and SMEs. The authors affirmed consultants vary their professional services to meet the heterogeneous
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needs of SMEs. This confirms findings from Brandon-Jones et al.’s empirical research which revealed consulting services
are not homogeneous, but heterogeneous in professional character.

Generally, SMEs would engage the services of a consulting firm if it is readily accessible, the consulting task can be
accomplished in a relatively short period of time, workload is not too heavy, cost of consulting service is relatively
affordable, consulting service is effective, educational dimension of the consulting services is very strong, generation of
economic results in a relatively short period is assured; and contributes immensely to the economic and competitive
advantage of SMEs (Nicolescu and Nicolescu, 2016). This indicates cost-benefit analysis gains prominence in the decisions
of SMEs to engage the services of consultants.

Nicolescu and Nicolescu (2016) found a declining trend in the use of consulting services in Romania. Their study
revealed over 50% of large businesses incorporated in Romania engages the services of consultants to enhance their
growth potentials. Conversely, very few SMEs consider consulting services in their scheme of operations. Earlier study by
Nicolescu, Popa and Nicolescu (2014) revealed less than 7% of SMEs engage the services of professional consultants in
Romania. This suggests the popularity of consulting services among SMEs in Romania is still at its nascent stage. However,
findings from Nicolescu and Nicolescu (2016) and the attendant recommendations are expected to increase awareness
and draw consulting services to the “door steps” of SMEs in the Romanian economy and beyond. Nicolescu and Nicolescu’s
(2016) study is flawed by the absence of literature review, clear research methodology, and succinct presentation and
discussion on the research findings. In spite of the foregoing research limitations, Nicolescu and Nicolescu (2016) revealed
the level of progress made by the Romanian economy in the advancement of consulting services.

3. Research Methodology

The present study relied on the quantitative approach to scientific inquiry. Specifically, a cross-sectional design,
an example of survey design, was adapted and used in the research. This allowed the researcher to gather relevant
research data over a specific period of time (Ashley, Takyi & Obeng, 2016; Creswell, 2009; Frankfort-Nachmias and
Nachmias, 2008). Data required for the research were obtained from secondary sources including text books, journals,
research papers, newspaper publications; and Google Search Engine, among other relevant sources.

3.1. Units of Analysis

The units of analysis in the current research included the various categories of professionals identified in the
consulting industry. Thus, the units of analysis comprised global strategy consulting firms, strategy boutiques, global
functional specialists, the big four, national or regional functional specialists, small and mid-sized technology players, mid-
sized global accountants, global technology firms, and independent contractors.

3.2. Analytical Tools

Descriptive statistics and regression models were used to describe the research variables; and to evaluate their
behaviour over a given period in the consulting industry. Measures such as standard deviation and range were employed
to describe the extent of dispersion about the central tendency (Ashley et al., 2016; Creswell, 2009; Frankfort-Nachmias &
Nachmias, 2008). Regression statistics were generated to explain the R square, Adjusted R square, and Standard error
values, among other significant statistical measures.

3.3. Research Variables

The independent research variable included all categories of consulting firms in the consulting industry while the
dependent research variable was the relative effect ofthe professional dispositions of consultants on their average
earnings per year.

3.4. Regression Model
The one-way analysis of variance (ANOVA) was adapted to measure the effect and level of interaction between the
professional dispositions of consultants and their earnings in the consulting industry. The Microsoft Excel analytical
software was used in the research. Diagrams and tables were derived from Microsoft Excel to explain the research data.
The ANOVA is given by the formula:
F = MSbetween / MSwithin, in which
MSbetween = SSbetween / dfbetween;
MSwithin = SSwithin / dfwithin
Where:
MS = Mean squared
SS = Sum of squares
The degrees of freedom (df) under the ANOVA is computed as follows:
degrees of freedom (total) =n-1
degrees of freedom (between) =k - 1
degrees of freedom (within) =n -k
Where:
n = Sample size
k = Number of groups or levels
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3.5. Research Hypotheses
The study tested the causal relationship between the professional delivery of consultants and their (financial)
rewards using the following null and research or alternative hypotheses:
e Ho:ul = p2; this implies professional dispositions of consultants have no strong positive effect on theiraverage
earnings.
e H1:pl # pu2; this implies professional dispositions of consultants have a strong positive effect on theiraverage
earnings.

4. Research Findings and Discussions

4.1. Rankings of Consulting Firms

A major qualitative characteristic of the consulting industry is reputation. Firms in the consulting industry hold on
to reputation as an invaluable asset; they guard jealously against their reputation. Reputation forms the basis for
determining the best consulting firm by clients, existing employees and new talents.

In addition to best reputation, stakeholders in the consulting industry consider the best service, best employer
and other awards and rankings. Figure 3 presents four distinct rankings and awards; and four distinct key stakeholder
groups who influence the determination of awards and rankings in the consulting industry.

Types of rankings & awards in the consulting industry

Best Reputation Best Service Best Employer Other
Clients: @] C 0 S
i . N P
Consultants: O 0 ( ) 0
Iob seekers: & ¢ 8 .

Students

0 (ﬂ“

Figure 3: Rankings and Awards in the Consulting Industry

4.1.1. Best Reputation

This is one of the important metrics in the consulting industry. It focuses on the prestige of consulting firms, with
special emphasis on their reputation and image in the market place. Figure 3 indicates rankings in this category are largely
based on the input of students and consultants. The contributions of clients and job seekers to this category are relatively
minimal.

4.1.2. Best Service

This award category centres heavily on the quality of service delivered to clients. Therefore, it comes as no
surprise that clients are overwhelmingly the major contributor to the ranking of consulting firms as the best service
provider. Consulting firms are ranked based on their service offerings, best practices, timely execution of projects and
track record. The contributions of consultants, job seekers and students to the award of best service provider are very
minimal.

4.1.3. Best Employer

Human resource metrics such as work-life balance, career opportunities, corporate culture, compensation and
benefits, among others, form the basis for ranking consulting firms in this category. Consultants and students are the
foremost referenced groups in this award category; consultants and students account for majority of the rankings in this
category. Best employer rankings are categorised into two: Rankings involving many industries, including management
consulting. Examples include The Sunday Times’ “100 Best Companies” and The Great Place to Work'’s “Best Work
Places.”Andrankings held in the consulting industry. An example is the Consulting Magazine’s “Best Firms to Work For.”

4.1.4. Other

Several other organisations and institutions conduct rankings on consulting firms to evaluate the quality of their
service delivery. These institutions may rank consultants and staff of consulting firms individually; and conduct separate
rankings on different industries. As depicted in Figure 3, rankings in this category are essentially based on the
contributions of clients and consultants.
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4.2. Fees and Rates

The research findings revealed due to competitive reasons, fees charged by consultants are often not disclosed;
the fees are often shrouded in secrecy. This notwithstanding, fees charged by consultants vary from one client to another,
and from one geographic region to another. For instance, in the United Kingdom, an interim operational level consultant
may charge £50 per hour while a consultant working with a leading strategy consulting firm may charge £300 or more per
hour. However, in Ghana, the rates may differ; in Ghana, consultants may not charge clients on an hourly basis; fees to be
paid by a client may be determined as a percentage (usually between 1% and 5%) of the total amount to be earned by the
client. Where the project has no direct monetary involvement, the consultant’s fee may be determined by the volume of
work presented by the client.

An outline of fees charged by various firms in the consulting industry is presented in Figure 4. As depicted in
Figure 4, firms in the consulting industry can be grouped into Global Strategy Consulting Firms, Strategy Boutiques, Global
Functional Specialists, The Big Four, National or Regional Functional Specialists, Small and Mid-sized Technology Players,
Mid-sized Global Accountants, Global Technology Firms, and Independent Contractors (Consultancy.uk, n.d.c).

Fees in the consulting industry
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Figure 4: Fees in the Consulting Industry
Source: Consulting.Uk

4.2.1. Global Strategy Consulting Firms

This category includes firms such as Boston Consulting Group, Bain & Company, Roland Berger, A.T. Kearney, and
McKinsey & Company, among others. Firms in this category charge the highest consulting rates. McKinsey & Company is
the largest firm with an estimated number of 17,000 employees.

4.2.2. Strategy Boutiques
Firms in this category charge the second highest consulting rates. They include high-end consulting firms with a
national or regional focus or both.

4.2.3. Global Functional Specialists

Examples of consulting firms in this category include Navigant, FTI Consulting, Hay Group, Willis Towers Watson
and Mercer. Hay Group, Willis Towers Watson and Mercer specialize in the area of human resource. Navigant and FTI
Consulting provide expertise advice in the area of finance. It is believed each consulting firm rakes in between $300,000
and $400,000 per year in terms of revenue.

4.2.4. The Big Four

Firms in this category include Price water house Coopers, KPMG, Ernst & Young, and Deloitte and Touche. These
firms charge competitive fees for their consulting services. Their fees are usually within the same range. Generally, higher
fees are charged for strategic management advisory services while lower fees are charged for operation-related advisory
services.

4.2.5. National or Regional Functional Specialists

Key factors such as track record, service portfolio, reputation and functional focus, among others, influence the
determination of fee structure for firms in this category. Fees charged by consulting firms in this category are not distinct
from those charged by their larger global counterparts and the Big Four consulting firms mentioned earlier.
4.2.6. Small and Mid-Sized Technology Players
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Although firms in this bracket vary in size, they charge comparable fees in the industry. Firms in this category
range from small companies that employ about ten employees to mid-sized companies that employ thousands of
employees.

4.2.7. Mid-Sized Global Accountants

Firms in this group provide accounting and tax services as well as corporate finance and other consulting services.
The term is used to describe the top twenty (20) global professional services providers. Rates charged by firms in this
category are higher than those charged by technology experts. The fee disparity could be attributed to the provision of
additional services by the former.

4.2.7. Global Technology Firms

Companies in this category provide technology-related services for their clients. Some notable firms in this
category include Atos, Accenture, Capgemini and CGI. Like the other categories, management advisory services performed
by companies in this category are costly. Fees charged by firms in this group are comparable to those charged by the Big
Four and Functional Specialists
4.2.8. Independent Contractors

This is arguably the largest category in the consulting industry. It comprises active, self-employed consultants in
the consulting industry. Annual earnings in this category range from $50,000 for operation consultants to $400,000 and
more for executive consultants. With the exception of the public sector, there is no ceiling on how much a consultant could
charge for a rendered service. The consultant could use prevailing economic conditions to determine the fee to be charged.
The consultant could assess the financial strength of a client and use that as a basis for determining fees to be charged.
This approach may be very helpful when the client is not financially sound enough to afford higher fees.

4.3. Descriptive Statistics

Values for the number of consultants based on the “algorithm scale” in Figure 4 (x-axis) were approximated to
300,000 and spread among five distinct intervals — 1-60,000; 60,001-120,000; 120,001-180,000; 180,001-240,000;
240,001-300,000 - to ensure consistency and uniformity in the use of variables in the analysis.These intervals were
applied to the Descriptive Statistics in Table 1. Numbers 1 through 5 on the x-axis in Figure 5 represent the foregoing
interval values. Consistent with the preceding explanation in this section, Figure 5 depicts variation and steady increase in
the average earnings, on yearly basis, of professionals in the consulting industry. Ceteris paribus, the nature of task, and
the level of skill and dexterity required to execute a given job influence the financial reward expected by the professional;
simple task and minimal technical commitment may result in less fee charges, vice versa.
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Figure 5: Consultants’ Annual Average Revenue in Thousands Of US$

A statistical description of average earnings of professionals in the consulting industry is presented in Table 1.
Data in Table 1 depict respective standard error and kurtosis values of 70710.68 and -1.2. The extent to which the
coefficients are significantly different from zero is explained by the standard error value (70710.68). Data in Table 1
indicate skewness of the distribution is zero while the sample variance is 25000000000. The statistical output in Table 1
shows an identical value of 400,000 for the range, median and mean.
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Annual Average Revenue Of Consultants (Thousands Of US$)
Mean 400000
Standard Error 70710.67812
Median 400000

Mode #N/A
Standard Deviation 158113.883
Sample Variance 25000000000
Kurtosis -1.2
Skewness 0

Range 400000
Minimum 200000
Maximum 600000

Sum 2000000
Count 5

Largest(1) 600000
Smallest(1) 200000
Confidence Level (95.0%) 196324.3161

Table 1: Descriptive Statistics on Consultants’ Annual Average Revenue

4.3. Market Analysis of Consulting Firms

Consultants are noted for often providing continuous trend analysis and forecasts for their clients in other
industries, but seldom do same for the consulting industry. However, it is believed the trends affecting other industries
have permeated the consulting industry. Findings from the study revealed some key factors impacting adversely on the
activities of professionals in the consulting industry. Each of these factors is summarized in the following section.

Unstable economic conditions compel corporations to cut-down cost to break-even or derive marginal profits. As
a result, more corporations are resorting to use of transactional style and freelance consultants in projects. Corporations’
engagement of consultants on a full-time basis is very minimal in recent times. Interestingly, corporate executives are
more focused on the cost of engaging the services of a consultant than the value the latter could bring to the organisation.
Companies in other industries seem to substitute transactional style engagement for long-term professional relationship
with consultants. This is often referred to as the Uberisation of consulting.

Emergence of companies such as Wikistrat and HourlyNerd in the market is likely to affect organisations’ direct
interactions with and maintenance of long-term relationship with professional consultants. For instance, Wikistrat is
credited with accurate prediction of the rise of a separatist movement in Crimea. This movement sought an annexation
with Russia. Wikistrat's prediction was unequaled by the American Criminal Intelligence Agency (CIA). This feat has
enhanced the credibility of the former, and attracted many stakeholders to its website. Today, businesses are more
interested in partnering freelance consultants to provide lasting solutions to problems affecting their development and
growth. Wikistrat has created a common technological hub where businesses and freelance consultants meet to interact.
The 