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Abstract

The purpose of this research is to identify factofisiencing the affective
organizational commitment of the academic staffkiay in economic and management
fields in the higher education institutions (HE1)the Baltics. This is crucial in order to
improve higher education quality in the region a&las increase competitiveness in global
education market.

Pearson correlations, one-way ANOVA, and indepens@mple t-tests are used to
observe the linkage between affective organizatioommitment and personal
characteristics, human resource practices, andgjalted factors. The results show that the
human resource practices applied in an organizasonell as job related factors are
significant determinants of affective organizatioc@mmitment while personal
characteristics are not.

Finally, guidelines for universities’ managemerd drawn of how to foster
organizational commitment through improving humesource policies. This study fills in
the gap in the existing literature by providing fiist research on organizational commitment

in HEI for the Baltic states.
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1.Introduction

The key to sustainable economic development arthtdogical advancement for any
nation is a well-educated manpower (Ng'ethel, Ir@JWdamusonge, 2012) and the
importance of universities in creating most spéxéal and skilled intellectuals cannot be
neglected (Kipkebut, 2010). HEI serve as the méntbry” providing and developing such
manpower and, in this sense, is inseparable frampting economic development.
Therefore, the better the quality of those “faastj the better the quality of manpower and
the higher level of economic development can béeaeld.

Although the quality of higher education as a whakeys an important role in the
country’s economic development, the field of ecormmmbusiness and management
education should be distinguished as the one diitifeest importance (Mcintyre & Alom,
2005). In order to reach sustainable long term esia development and create dynamic and
productive enterprises, which can quickly adaptitanging market conditions, a country
needs a fair amount of competent and educated maampo the business field (Theodore,
2010). This is essential in times like these whnendntire European Union struggles with the
financial crisis and instability in the euro zofié&e role of universities should be increasing
as they and the specialists working in academigh&enain source of country-specific
knowledge that should be shared among the membetries so we could learn from each
other’s mistakes and overcome a similar crisiqhefuture much faster (Ritzen, 2012).

However, given the accelerating globalization psscend the decreased cross-border
restrictions among the EU countries, HEI in thetiBadtates encounter a problem of
intensifying the competition for both students @ndfessors as right now they have
numerous options to choose from for their job ad&s (Denisenko, 2012). According to
Tetty (2006) such “brain drain” negatively affeetkl by lowering their competitiveness,
harming provided service quality (destroyed syresdghat come with a group of academics
working together, additional cost for hiring anditiing new employees as well as shrinking
scope of knowledge production), and draining thentxy-specific knowledge bank. Hence,
as the academic staff‘s job performance is pogjtigerrelated with employees’
gualification, job satisfaction and organizationammitment (Nwadiani & Akpotu, 2002),
high level of commitment of academia is crucialdontinuous realignment, increasing
performance quality and sustainable HEI performandke long run (Pienaar & Bester,
2008).
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However, the concept of organizational commitmertdamplex and different aspect
of commitment affect organization’s performancdeténtly. Three main dimensions of
commitment, as described by Allen and Meyer (1%96)affective, continuance and
normativé. Since in this work the authors chose to focutheremployee commitment that
would encourage them to excel in their work, orifg@ive organizational commitment,
which is related to the emotional attachment aedoibsitive experiences of belonging to an
organization and a voluntary choice to be theranayzed.

However, at the moment the research on organizdtmmmitment among HEI
academic employees in developing countries is rathderdeveloped (Kipkebut, 2010).
Thus it is important to put more emphasis on tipéctand find out the main determinants of
affective organizational commitment as this knowledvould help ensuring higher level of
academics’ job satisfaction and increase theipg@tiormance (Khan, Ziauddin, Jam &
Ramay, 2010). At the same time, higher level pertorce of the faculty would increase the
number of top performing applicants for the HEI (& & Micceri, 1997), as well as it
would increase students’ satisfaction level (Dosigha, Douglas, J., & Barnes, 2006).
Therefore, the following research question was tdated:what are the main antecedents
of affective organizational commitment among the aemics working in economics and
management departments in the higher education ingtitions in the Baltics?

The purpose of this study is to fill in the gaghe existing literature on
organizational commitment by defining the main deieants of the affective organizational
commitment among the HEI academics in the Baltintxaes and draw guidelines for the
most suitable HR policies to maintain that committné& his would help improve the quality
of the Baltic HEI services and attractiveness léwdbcal and foreign students, develop a
country-specific knowledge bank, and create nevesyirs among the HEI employees.

The rest of the paper is organized as follows:ieed®) covers the existing literature
on organizational commitment; section (3) introduiceain determinants of organizational
commitment and formulates the hypothesis for thepigoal part; section (4) introduces
methodological approach; section (6) analyze asdudis the results; section (7) concludes,

section (8) provides suggestions for future re$earcthe topic.

"More detailed description of different dimensiofi®@anizational commitment can be found in theréiture
review. As authors focus on affective organizati@mmmmitment only, if it is not indicated otherwjsghen
talking about organizational commitment the autharee in mind affective organizational commitment.
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2. Literature review

2.1. Organizational Commitment

Organizational commitment is the glue keeping elyg®s in the organization — the
stronger and deeper it is the longer employeesisténe same organization and are more
motivated to put more effort into their work (Coh@007; Martin, 2007). However,
organizational commitment is being measured aretpn¢ted in a number of ways in the
existing literature, which makes it difficult toremarize the findings of the existing body of
research and its implications (Allen & Meyer, 1990)

In general, organizational commitment is define@d &srce determining employee’s
identification and involvement into the organizati@ygur & Kilic, 2009). Mowday, Porter
(1979) define commitment by three main characiessstrong belief and acceptance of the
goals and values of one’s organization; dedicatidte towards benefit of the organization;
and desire to stay a member of the organizatiomeyer, by far, the most commonly used
and recognized model to describe and analyze theathwrganizational commitment is the
three component model developed by Allen and Mé/@90). They describe organizational
commitment as a psychological relation existinguaetn employee and organization which
strongly impacts level of achievement of both ageAtthough the definitions reveal the
existence of different components of organizati@mhmitment, they are all referring to a
mindset or a psychological state, determining obelsavior with respect to the organization
and this relation effect on work outcomes (Coet2€€5).

Since the purpose of the paper is to identify tlstimportant determinants of the
organizational commitment and not to develop a approach to analyze organizational
commitment or to test the superiority of one orakteer analysis model, the authors decided
to use Allen and Meyer’s approach. Hence, the dzgéinnal commitment in this study is
defined, following Allen and Meyer (1990), as emy@e’s emotional attachment to an
organization which is positively related to botlgamization and employee’s work quality.

According to Allen and Meyer (1987), organizationammitment is
multidimensional in nature and it can be divide ithree components: affective,
continuance and normative commitments. Even thalighree measures conclude that there
iS a negative relation between commitment and eyegldurnover, the reasons determining

one to stay a member of the organization diffetgland Meyer, 1990).
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The first reason of being committed to an orgaiorais a psychological feeling of
being emotionally attached to, identified with, andolved in the organization (affective
commitment). An employee with a high level of affee commitment feels a part of the
organization and stays because he wants to.

The second cause of organizational commitmentasea to the feeling of the need to
stay in the organization because the costs retatkxhving current workplace (continuance
commitment). Employee will stay in the organizatibhis perceived cost of leaving will be
higher than potential benefits.

The last reason for being committed to the orgdiuzas the feeling of being obliged
to stay in the organization due to personal vafuesnorms (normative commitment) (Allen
and Meyer, 1991).

Given the differences in the nature of componehtaganizational commitment,
each of those has different predictors as weli@lsly different impacts on job related
behavior such as attendance or job performancethgtiexception of employee turnover,
which is reduced by an increase in organizationairoitment of any nature (Meyer, Stanley
et al. 2002). Thus, the influence of each component ofradment on job related behavior is

reviewed in the following section.
2.2. Organizational commitment and job related beha  vior

So far, the main findings of the past researchafiroo that comparing employees
with low organizational commitment level to emplegehaving a high level of commitment,
the latter will have higher performance and be npaeluctive (Dalal, 2005; Obeng &
Ugboro, 2003), more motivated (Darolia, C.R., Kun&bDarolia, S., 2010), will have lower
turnover intentions (Lee & Liu, 2006) and be maaisgied with their job (Brown &
Peterson, 1994). On the other hand, less comn@ttggloyees may harm the organization in
different ways too. Low commitment level among eoyeles might affect the organization’s
ability to attract and retain high quality emplogd®y referring to the organization in negative
terms, they might be more costly as by loosingehgscommitted people organization
encounters additional hiring and training experssewell as some internal synergies are
destroyed (Mowday, Porter, & Steers, 1982). Siheeauthors of this study aim to identify
the determinants of organizational commitment efdabademics in the Baltic states as well
as to draw brief guidelines for HR policies thatilcbbenefit the quality of academics’
performance, it is crucial to focus only on the dimsions of organizational commitment

which are indisputably and positively related te fhb performance of an employee.
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The research by Meyer, Stanley, Herscovitch andhygky (2002) has proved a

positive relation between affective organizatioc@inmitment and the desirable job related
behavior such as work attendance and job perforemxdafioreover, affective commitment was
proved to have a significant positive influenceemmployee’s health and wellbeing. The same
positive relation was identified for normative coitment; however, the link was relatively
weak compared to affective commitment. With regardontinuance commitment, it was
proved to have a negative influence on desiralilegtated behavior and employee well
being or having no influence at all.

Chenand Francesco (2003) empirically proved that affeatommitment has the
most significant influence of all three componesftsommitment on job performance
measured by the in-role performance and the org#aiml citizenship behavior, i.e. the
fulfillment of duties, which positively affect thgerformance of the organization and are not
included in the formal job responsibilities of an@oyee. The superiority of affective
commitment among three components of organizatioo@mitment on determining job
performance was also empirically proved by WasiD@ and Daroli&t al. (2010).
Furthermore, affective organizational commitmemijke continuance and normative, is
proved to stimulate one’s willingness to sacrifacel share knowledge with the co-workers
(Randall, Fedor & Longenecker, 1990). Finally, aeffeely committed employees are more
willing to put more effort when dealing with the&iuties, contribute to the effectiveness of
their organization and act in the organization’stheterest in order to maintain the
relationship with the organization (Allan & Meydi991).

The results of the existing empirical researchiratxgtively correct given that an
employee, who is committed to the organizationisfdwn free will, is more likely to act in
favor of his organization. He is willing to put neceffort in fulfilling duties or even go
beyond them more than employees that need or éigedtio be a part of the organization
(Kipkebut, 2010). Therefore, the authors of thiglgtwill focus on affective organizational
commitment and its determinants only, as this dsm@mof organizational commitment has

the strongest influence on employee’s job relatthbior.
2.3. Organizational commitment in the context of hi gher
education institutions

According to Tetty (2006) fast globalization pros@sd the increasing competition

for both students and professors intensified “bdaain” from developing to developed
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countries. Tetty (2006) also claims that strongstpand pull” factors (mostly related to the
economic conditions) negatively affected the ursiters in developing countries by lowering
their competitiveness and harming the service tyutkdey provide. Therefore, a high level of
academics’ organizational commitment is a cru@atdr for higher education institutions to
stay competitive in international context, to emshigh quality of services they provide as
well as to succeed in general (Bhatnagar, 2007kd4ipt, 2010).

A research from Turkey by Kisku (2003) concludeat thhile comparing the
academic and the administrative staff in a unitgrsie latter are more satisfied with work
related relationships, work environment and sadattian academics. Low salaries of
academic employees are common in developing cesngince most of the universities are
public and rely on the government’s funding. Anacsi this funding is limited, the
universities find it hard to attract and keep higfality academics. Similarly, Onen and
Maicibi (2004) concluded that two thirds of the @emics in their sample lost work
motivation due to low salaries as well as few aneapromotional or training possibilities.

Smeenk, Eisinga, Teelken and Doorewaard (2006) eehimpact of human
recourse management practices on academics’ afecontinuance and normative
organizational commitment in two different facustim Dutch universities. They concluded
that even though HRM practices play an importal# i determining the level of
organizational commitment among employees, effedtsrength of specific policies will
depend on the management style and the structuhe daculty.

One of the most extensive researches in the fiakldone by Kipkebut (2010). She
summarized all previous research on the topic aatiyaed how public and private
universities’ academic and administrative employeeganizational commitment, job
satisfaction and turnover depend on personal amwbdeaphic characteristics, personal
commitment, job related factors and HRM practié@pkebut (2010) concluded that both,
academics and administrative personnel were marenitted and more satisfied when the
university applied positive work practices. Alseske factors were influenced by age and
education level of a respondent, reward level, neatfi tasks. However, Kipkebut (2010) also
reported that people tend to stay in the sameuistn even when they have to work in
unpleasant conditions, because costs of leaving werhigh. Those people showed lower
levels of commitment and their work efficiency wawer than their colleagues who felt part
of the organization and had developed an emotiooadl with their workplace.

Unfortunately, there are only limited studies erigtwhich would address

organizational commitment’s importance among thedamics in developing countries. The
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existing literature is based on the Middle East Afrccan countries’ cases. Post-communist
countries in Eastern Europe are rather neglectbdwdh the academics and entire higher
education system faces similar challenges — unmutetilvand uncommitted academics with
low level of remuneration — to previously mentioreedintries (Lazutka, 2012). Therefore,
the authors will fill the existing theoretical aathpirical gap on academic organizational

commitment in the Baltics.
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3. Determinants of affective organizational
commitment

As of right now hundreds of studies have been peréal to determine the main
factors related to the organizational commitmemwilver, as mentioned earlier, the
obtained results are hard to compare due to thaHatresearchers use different dimensions
and include different factors in their studies @nl& Meyer, 1990). In addition, only a few
of the existing studies on organizational committretndied its importance for higher
education institutions and academic employees @bpk 2010). Lastly, even less researches
exist for developing countries. To be precise, @ty there are no studies in this field
related to the Baltic countries.

The majority of previous researches concludeddhgenizational commitment is
influenced by personal and job related charactesistole characteristics and human resource
practices in the organization (Mowdayal.,1982). Therefore, the aim of this chapter is to
discuss a possible impact of these factors on giiediacademic employees’ affective

organizational commitment level in the Baltics.

3.1. Affective organizational commitment and person al
and job related characteristics

Meyeret al (2002) proved that age, gender, education, jobreeand marital status
are related to the affective commitment. Previausctusions were confirmed also by
Chughtai and Zafar (2006) and Ng, Butts, Vandendeejoy, and Wilson (2006). Therefore,
personal and some job specific characteristicsldhmiconsidered while analyzing
organizational commitment. For this reason the @astincluded age, gender, marital status
and level of education, tenure (both, professiamal university specific), job involvement,
trust in university management, and university @eas possible antecedents of affective
organizational commitment and discussed the passabhtions below.

Age

A study by Brown and Sargeant (2007) on Caribbeaveusity’s academics
concluded that older lecturers were more motivatedihad higher level of job satisfaction as
well as organizational commitment compared to tiieimger colleagues. And so far most of
the research on academics’ organizational commitiauedh their age implies that there is a

positive relation between their age and organimalicommitment (Steers, 1977;
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Labatmedie#, Endriulaitiert and Gustaitied) 2007; Mowdayet al.,1982). Thus, the authors

expect the relation between affective organizatiooenmitment and age to be significant.

Gender
According to Lim (2003) men have higher levels fiéetive commitment when

compared to women. The same was concluded by La&lolzem et al. (2007) when talking
about affective organizational commitment levelsdgen men and women. Hawkins (1998)
explains it in terms of women prioritizing familgles as the way of self-fulfilment and thus,
the job is left in the second place. In contrargnnidentify themselves with their job and
consider job as a way of self-fulfillment. Theredpit is hypothesized that there will be

differences in affective organizational commitmbatween men and women.

Tenure
A positive organizational commitment-job tenureat&n and negative relation with

positional tenure were reported by previous reseatowever, there is no positional terfure
in the Baltics; thus, the authors will be focusorgjob tenure only.

Labatmediea et al(2007) and Kipkebut (2010) did not find any sigeafint relation
between job tenure and affective organizationalro@ment. In Lithuania it might be
explained by the fact that Lithuanians do not likeertainty in their professional life which
leads them to stay longer in one organizationnbtinecessarily results in higher level
commitment as in most of the Western world (Enditigne & Valantinas, 2003). However,
Brown and Sargeant (2007) empirically proved thsitpe relation between job tenure and
organizational commitment. It was revealed thatlegg®es in an Caribbean region university
having the tenure over 11 years were more satigfigdtheir jobs and more committed to
their organization compared to the employees halesg than 10 years of tenure. Possible
explanation of this positive relation could be @8t emotional connection an employee
develops over the time he spends in an organiz@tiayer &Allen, 1997).

Level of Education

Niehoff (1995) empirically proved that employeesrking in a university sector and
holding a master’s degree had more positive fegloampared to staff members holding a
doctor’s degree. And those positive feelings, essalt, were correlated with organizational
commitment. Labatmediéret al(2007) explain the inverse relation between thelle¥

education and organizational commitment by the tia&t the organization is unable to satisfy

2 positional tenure — a lifelong position an acaderain get for his or her achievements for the degeion.
The academic cannot be fired from the institutigrabhy means. When the academic holding a tenuvedethe
institution, the title is passed for someone atstiné organization (merriam-webster.com, 2012)
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the expectations and the needs of employees wgthlbivels of education and, thus, unable
to create and develop an emotional connection.€fbeg, it is harder to retain highly skilled
employees and “brain drain” takes place (Gaiduk@iduk, J., & Fields, 2009).

Having a second job

As mentioned by Kipkebut (2010), engagement in taathl income generating
activities of academics harms their loyalty andliggaf their work. It is a common case in
the developing countries, where the level of remaitien is relatively low (Lazutka, 2012).
This is because under such circumstances, the mizgistart to seek for ways to generate
more income rather than dedicate themselves totiyar job and fulfill the duties in best
possible way (Kipkebut, 2010).

Given that Baltic States are the ones with relatil@v level of income in the
academic field (Lazutka, 2012), the authors belitxerelation between having a second job
and affective organizational commitment to be niggat

Hypothesis 1. Personal and job-related characteristics, namalye, gender, tenure,
level of education, and having a second job wilktagistically significantly correlated with

affective organizational commitment. (Hypothesis e specified further in the text).

3.2. Affective organizational commitment and role
characteristics

Different dimensions of role-related characterstitcluded as possible determinants
of organizational commitment were selected follayvi<ipkebut (2010) study on higher
education institutions in Kenya. The chosen factelsted to job characteristics are job
autonomy, co-workers’ and supervisor support, aofiiguity, role conflict and role
overload.

Job Autonomy

Job autonomy is defined as an ability of an empdgemake administrative and job-
related decisions freely (Hawkins, 1998). Kazlaitsk@uciunaite and Turasukas (2006)
concluded that high-end hostel employees in Lithaugend to show higher level of
organizational commitment if they are given moreisien making rights. Job autonomy is
especially important in academic context since joliag teachers with a freedom of choosing
their own teaching methodology and grading critexian important factor determining their
organizational commitment because commitment cagxist within institutions, where the

focus is on extensive control and authority onla\{ins, 1998).
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Co-worker support

Malik Nawab, Naeem, and Danish (2010) found thatrttore university employees
value the nature of the relationship with theirnveorkers, the higher level of commitment for
the organization they express. Alas and Vadi (2@0écluded that Estonians who have
support from their co-workers express stronger @nat attachment to their work place as
well as are more flexible to changes and work nedieiently. Steers (1977) in his work
found that strong feelings towards commitment acalted by opportunities for social
interaction in the organization. Therefore, theelexf satisfaction with colleagues is
measured by the level of value academics attattetgocial interaction at work with co-
workers. The measure is expected to be positiedatad to commitment.

Supervisory support

Satisfaction level with the supervision in the angation also influences the level of
employee commitment. According Oldham (1976), supers are crucial for forming a
working environment and providing adequate worldogditions. In other words, they can
be treated as main representatives of the orgamizievel of support. Therefore, as in the
research conducted by Makét al. (2010), employee level of satisfaction with thpeswision
is expected to have a positive influence on orgdinal commitment.

Role ambiguity, Role conflict and Role overload

In the existing literature the three factors agarded as role stressors, i.e., factors,
creating stress in the workplace. Being distindhiir nature, they are still highly related to
each other (Malik, O.F., Waheed & Malik, K.U.R.,12)).

Larson (2004) defined the role conflict as a misrhan job demands from different
supervisors, when the order of one supervisor mtdessrder of another supervisor difficult
or impossible to implement. Role ambiguity is atéaéndicating the shortage of clarity in
explanations of one’s assignments and lack of @gpectations for one’s performance.
Finally, role overload is defined as a mismatciwieetn the extent of work assigned to an
employee and the time provided to fulfill thosek&agAziz, 2004).

Malik et al. (2010) empirically proved that role stressorssageificantly and
negatively related to affective organizational catnment both directly and through job
satisfaction. The reason behind it is that role igmity, role conflict, and role overload are
proved to create stressful situations to the engdsywhich as a result decreases their job

satisfaction and willingness to be attached tootiganization, in which the stress in created.
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Hypothesis 2: Role-related factors, namelypb autonomy, co-workers’ and
supervisor’'s suppowill be statistically significantly and positivetprrelated with affective
organizational commitment while role stressors Wwélcorrelated negatively. (Hypothesis 2

to be specified further in the text).

3.3. Affective organizational commitment and HR pra  ctices

According Allen and Meyer (1990) organizational ragement practices might be a
significant determinant of employees’ organizatiam@ammitment level. In this part different
human resource practices will be discussed ancethgons will be hypothesized. The
precise practices included in this work are proorotpportunities, training and development
opportunities, monetary compensation, distribufisstice, feedback, and participation in
decision making.

Promotional opportunities

Lambert, Hogan and Jiang (2008) defined promotiopalortunities as possible
chances seen by an employee to grow within thentmgion. According to them, employees
expect to work in the organizations which providenpy of promotional opportunities for
more challenging and responsible positions. Ifehsra good environment of promotion
policies within the company, employees tend to wwakd to earn the promotion (Lawler,
1971), increase the productivity of their work vasdl as develop a strong emotional bond
with their workplace (Gaidukt al. 2009). Hence, there is a positive relation between
organizational commitment and policies and prastm@ncerning a promotion within the
organization.

The positive relation between promotional oppotigsiand organizational
commitment has also been identified in higher etdoigaector in particular. Malikt al.
(2010) have conducted the research among univeesighers in public sector of Pakistan
and have found out that academics that are higtilgfeed with the promotional
opportunities they are provided with are also nsatsfied with their job in general as well
as more committed to their workplace.

Training and development opportunities

The provision of training and development oppotiesiby the organization leads its

employees to think that the organization supptes personal development and is

committed to its employees in a long-term perspect\s a result, the employees themselves
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start to feel more psychologically bounded to tleganization and thus, become more
psychologically committed (Chughtai & Zafar, 2006).

Gaiduket al. (2008) found a positive relationship between trajropportunities and
employees’ affective organizational commitment agnemployees in Lithuania. By
providing development opportunities, an organizastrengthens emotional relations with
the employees.

Monetary Compensation

Comm and Mathaisel (2003) examined the relatiowéen Australian academic
workload and monetary compensation and concludatdhtiore than half of the respondents
were not satisfied with the level of compensatiod felt the need to find a second job. This
perceived underpayment, according to Kipkebut (200@y lead to decreased effort one
puts into work and, thus, negatively affect primeggponsibilities — teaching and research
quality. Additionally, this results in lower levef job satisfaction and organizational
commitment.

McElroy (2001) concluded that high commitment ofpdoyees could be achieved
through high compensation since it serves as aoatat of how much an organization
values its employees. According to Turk (2005), wbaducted a research in university of
Tartu, fair remuneration system serves as a motitatput more effort into work. Therefore,
a level of compensation which is closely tied takvperformance is expected to predict a
level of organizational commitment (Turk, 2005).

Distributive justice

Distributive justice is one’s perception of fairsesf allocation of rewards, pay,
promotions and other organizational resources areamgloyees. Given the fact that
employees provide an organization with their sk#iducation and knowledge, they are
willing to receive a fair amount of reward in retuOnce an employee estimates that rewards
he receives are unfair compared to other employee$pyalty, commitment and work
productivity deteriorates (Kipkebut, 2010; Turk 05).
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Feedback

Karim and Noor (2007) empirically proved a positie¢ation between regular
feedback on one’s performance and one’s affectigarozational commitment among the
employees in academic institutions. Kipkebut (20418 proved empirically that regular
feedback, allowing an employee to improve his penénce, is positively and significantly
correlated with one’s job satisfactions and orgatninal commitment. Earlier discussed
study of Turk (2005) concluded that regular commation with employees and their
performance appraisal positively influences onéacament to the organization. In this
regard, the authors predict the feedback-affeatirganizational commitment to be positive.
Participation in decision making

Townley (1991) (as cited in Kipkebut, 2010) provkdt an employee, who is
provided with narrow information only related tetask and has no possibility to have an
access to the information related to the orgarupadis a whole, does not feel any
commitment to the organization and does not idgimifhself with it. Only the access to
broader issues important to the whole organizagiarh as the organization’s business
strategy or the financial information makes an exygé feel trusted (Pfeffer & Veiga, 1999),
which adds to employee’s emotional attachmenteéatiganization. Additionally allowing
employees to participate in the decision makingess and providing them with relevant
information allows them to feel empowered and ugttonger emotional bond between the
two parties (Zidziunaite & Katiliute, 2007).

Hypothesis 3: HR practices, namely, promotion opportunitiegining and
development opportunities, monetary compensatisirjlulitive justice, feedback, and
participation in decision making, will be statisdlty significantly and positively correlated

with affective organizational commitment. (Hypotheésto be specified further in the text).

3.4. Affective commitment and university sector

In addition to the factors mentioned above, ther@ debate in the existing body of
literature about the difference in organizatior@henitment among the private and public
institutions. Due to bureaucratism, lack of cleaalg and performance measures, and being
overstaffed, public organizations tend to expresgel levels of organizational commitment
than private organizations (Baldwin, 1987). Thesdusion was supported also by Mulinge
(2000) and Obeng and Ugboro (2003). On the othed,HAaldwin (1987) claimed that due to



18
Kaselyte, U., Malukaite, K.

job security, when a certain amount of years ofkivay in the same organization is reached,
public sector employees tend to be more commitiad those in private sector.

The results of the studies conducted in academiames’ context are inconsistent
with the results of the studies investigating oigations in general. Namely, Adekola (2012)
found that public university employees in Nigerava higher levels of organizational
commitment than their colleagues in private unifies Because of this reason, the study
will target this issue and investigate the differeim organizational commitment between
private and public institutions in the academicteahin the Baltics. Currently there is no
research on the issue on any industry organizatiotie region. But the authors expect to
observe the same relation between organizatiomahgoment and university sector as
Adekola (2012).

Hypothesis 4: The academics working in public universities hhaigher level of

affective organizational commitment compared tod@eaics working in private universities.

3.5. Hypotheses

The following hypotheses are formed in order talfeand analyze possible
antecedents of affective organizational commitna@nong the economic and management
faculty academics in private and public universiiie the Baltics.

Hypothesis 1: Personal and job-related characteristics, namalye, gender, tenure,
level of education, and having a second job wilktaistically significantly correlated with
affective organizational commitment.

* Hypothesis 1aAcademic’s age is positively correlated with affee
organizational commitment

* Hypothesis 1bMen academics will have higher level of affective
organizational commitment than women

* Hypothesis 1cAcademic’s tenure is positively correlated witfeative
organizational commitment

* Hypothesis 1dAcademic’s level of education is negatively cortethwith
affective organizational commitment

* Hypothesis 1eWorking in a second job is negatively correlatethwaffective
organizational commitment
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Hypothesis 2: Role-related factors, namely, job autonomy, cok&osupport,

supervisory support will be statistically signifitéy and positively correlated with affective

organizational commitment while role stressors wélcorrelated negatively.

Hypothesis 2at.evel of job autonomy is positively correlated wiéfiective
organizational commitment

Hypothesis 2btevel of co-worker support is positively and sttitislly
significantly correlated with affective organizatad commitment
Hypothesis 2cLevel of supervisory support is positively and istatally
significantly correlated with affective organizatad commitment
Hypothesis 2dRole stressors are negatively and statisticafyificantly

correlated with affective organizational commitment

Hypothesis 3: HR practices, namely, promotion opportunitiegining and

development opportunities, monetary compensatisirjlulitive justice, feedback, and

participation in decision making, will be statisdlty significantly and positively correlated

with affective organizational commitment.

Hypothesis 3atevel of promotional opportunities is positivelyroelated
with affective organizational commitment

Hypothesis 3bAcademics satisfaction with pay is positively ctated with
affective organizational commitment

Hypothesis 3cPerceived level of distributive justice is positiveorrelated
with affective organizational commitment

Hypothesis 3dRegular feedback is positively correlated with effifiee
organizational commitment

Hypothesis 3é&cademics ability to participate in decision makiag

positively correlated with affective organizatiogaimmitment

Hypothesis 4: The academics working in public universities haigher level of

affective organizational commitment compared todeeaics working in private universities.
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4. Methodology

4.1. Research design

To address the research question and obtain olga@sults a cross-sectional
guantitative research method design was chosethdatudy. Although, a longitudinal
design would let us analyze and identify pattem spot the changes of the participants and
their behavior over time (Coetzee, 2005), the esextional design is more commonly used
when studying employee organizational commitmenpKibut, 2010).

Additionally, the cross-sectional research desigs ddvantages when compared to
other applicable designs. Firstly, it is less goatid time consuming than case studies and
longitudinal studies. Secondly, it allows analyzs®yeral factors at one time by giving a
‘snapshot’ at a particular time (Coetzee, 2005)rdI, it is easier to collect answers needed
since participation does not require long time caotm@nt from participants (Kipkebut,
2010). Lastly, data obtained from the surveys s@ezaand faster analyzed with the help of
statistical software.

In order to be able to generalize obtained resoihfthe sample to the population,
guantitative research method was chosen. This rdetii®s on measuring variables on
direct or indirect numerical scales which laterased for checking hypotheses statistically.
Advantage of such approach is that is allows tdyaedarge amounts of information in a
systemic way and generalize obtained results fiireepopulation quickly and at lower cost
(Bryman & Bell, 2003).

4.2. Data collection methods

The study focuses on the public and private unittesswhich offer economics and
management study programmes in the Baltics. Thalptpn of the study consists of all
teaching academic employees in the faculty (lecsumead senior lecturers, visiting faculty
members, researchers, professors, associate pnefessl assistant professors). There are 34
public and private universities in the Baltics th#er students economics and management
study programmes. There are almost 1700 acadenuogees working in these study
programme$ The population of the study is located in thréfecent countries and speaks at

least four different languages (English, Estonlaatyian and Lithuanian), which makes most

% The number was calculated by authors while com@getl higher education institutions in the Badtias well
as searching education and science ministry webipaggch country.
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of the direct data collection methods, such as\igess, focus groups interviews and
observations, time- and cost-inefficient. Gathexiaga through anonymous self-report
guestionnaires was chosen as the most suitableoth&dtcollect the data for the study.

Other advantages of the chosen data collectionadetle objectivity, since a
standardized questionnaire does not allow for efticts which might be observed during
the interviews (De Vaus, 2002). Additionally, anomty and confidentiality of the answers
ensure that the study is ethical. Anonymity of isgpondents and confidentiality of the
answers will be ensured through the distributiarcpss of the questionnaire. An online
questionnaire in 4 different languages will be tzdgEnglish — for visiting academics not
from the Baltics, Estonian, Latvian and Lithuariafor local academic employees in the
selected universities). The links will be sentte selected faculties’ administrations and
distributed through inside email system by theitasbns’ personnel to all academics
working in the faculty. Lastly, such data collectimethod allows reaching bigger sample
and simplifies data analysis, which allows makimg process more time- and cost- efficient
(De Vaus, 2002).

On the other hand, data collection through questors might have some
disadvantages. Firstly, as the questionnairestanelardized and the authors have no
personal interaction with the respondent it is isgdble to explain the questions and
statements the other person does not comprehesodmaginterpretation of the statements
might affect the results (De Vaus, 2002). This peobcould be partially addressed through a
pilot study, which the authors will talk about llaie the work. Another possible drawback of
the data collection method is thedditional time will have to be spent by sendingireders
and encouraging participants to answers the questice to reach the needed response rates
(Bryman & Bell, 2003). A questionnaire distributiarethod also does not ensure that it will
reach all the target population, since the facsladministration might exclude some
academics from the mailing list and this is outhaf authors’ control. Lastly, there are some
risks involved in losing the accuracy in the stagats after translating them to other
languages (De Vaus, 2002). This will be addressdrnslating the questionnaire through two
independent translators and doing a back to Englistslation for questionnaires in Estonian

and Latvian, since the authors do not speak ther l@nguages.
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4.3. Sampling methods
Defining the populationat the moment of the study there were 62 pub&cig

privately held universities in the Baltics. Sinbe target population for this study is the
academic employees teaching in the fields of ecaceoand management in Lithuania,

Latvia and Estonia, the number of institutions vaffiler such study programmes decreases to
34 universities (24 public and 10 private). Thee 88 local and visiting academics
working full or part time in the institutions.

Sampling procedureSince the total population is not huge and there way to
determine a fair threshold for a sampling criteyithe authors decided to approach all 28
higher education institutions in the Baltics whadfer economics and management study
programmes. There are 10 private and 24 publicansities out of which 13 are located in
Lithuania, 16 in Latvia and 5 are located in Estoflihe list of universities in the sample of
the study is given in appendix 1.

Determining the sample siziex order to calculate the sample size, the follayvi

X2:N+p+(1-p) . :
DX (1) wheresis a

formula of Krejcie and Morgan (1970) was applied:
necessary sample si2& is the table value of chi-square for 1 degregeédom at the
desired confidence leve\ is total populationp is population proportion andlis the degree
of accuracy expressed as a proportion. By applirsgformula, the authors can find a

minimum required sample for the study. In our céise sample size is 313 resporises
4.4. Development of questionnaire items

Survey method is used to conduct this study. Thestpnnaire is composed of four
parts. In addition, the respondents are askecettify the type of university they work in
(private/ public) in order to be able to observe differences in commitment between the
two. The first part includes job-related factorbeTsecond part is composed of questions
measuring one’s attitude towards human resouragtipea applied in their workplace. The

third part of the questionnaire includes items ragag one’s affective organizational

“ In order to calculate the necessary sample sezéollowing numbers were used? At 95% confidence level is
3.84, N (total population) is 1688, p (populatiowgortion) is assumed to be 0.5 as it gives a maxiresample
size, d (degree of accuracy expressed as a proppisi 0.05.

$=3.84*1688*0.5%(1-0.5)/(0.05(1688-1)+3.84*0.5%(1-0.5))= 312.98
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commitment to their workplace and the final padantifies the personal characteristics of
the respondents.

Three measurement scales are used in this quesiiennamely, nominal, ordinal
and interval scales. The dependent variable (@#ffecrganizational commitment) and the
independent variables (job-related factors and HR&ttices) are measured using interval
scales. Age, tenure and education are ordinalsedlde gender, marital status, and
university sector are all nominal scales.

The most commonly used scale for attitude surveys5-item Likert scale, 1
standing for strongly disagree and 5 standing ttmngly agree (Bowling 1997). The scale is
easy to understand and summarize the answers basneallows some statistical analysis.
Another benefit of this scale is that it allowspesdents to express their opinion in terms of
level of agreement and does not force them to ahsimsple yes or no answer (Bowling
1997).

Role-related factors

This section includes factors such as job autonawonwyorker support, supervisory
support, role ambiguity, role conflict, and roleedwad. Job autonomy was measured using 4
items applied by Kipkebut (2010). Factors of cokesrsupport and supervisory support are
measured by 3 items developed by Mulinge and Mugli@98) and applied by Kipkebut
(2010). Role ambiguity and role conflict factorslirde 4 and 2 items respectively and have
been developed by RizAdouse and Lirtzmall970). Finally 4 items measuring work
overload and applied in this research have bedersyzed by Kipkebut (2010).

Human Resource practices

The second part of the survey measures one’s ai@iusf Human Resource
practices applied in their university such as probomoopportunities, training and
development opportunities, monetary compensatiistriloutive justice, feedback, and
participation in decision making. The items measyeach of the factors have been
developed by a number of scholars and have be¢ensiged and applied in the academic
context by Kipkebut (2010). Factor of promotionpportunities as well as training and
development consists of 3 items each evaluatin{s @poortunity to get promoted and the
availability of trainings in the workplace. Monetatompensation measure is designed to
evaluate one’s satisfaction with his level of comgzgion in absolute terms while the factor
of distributive justice measures one’s satisfactith rewards relative to the rewards of

other employees. Feedback section includes 4 iteeasuring one’s satisfaction with and
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fairness of the feedback provided by supervisaasti¢®pation in decision-making measures
one’s ability to be involved in the decision makpgcess regarding the issues that concerns
the organization as a whole.
Affective organizational commitment

Affective organizational commitment is measuredapplying eight items developed
by Allen and Mayer (1990), which are used to foha tlependent variable: level of affective
organizational commitment. The statements have bdprsted to fit the context of this
study.
Personal and job-related characteristics

Respondents are asked to provide their personeddeaistics in the last part of the
survey. Personal characteristics include age, geteteure, level of education, and whether a

respondent is engaged in the additional incomergéng activity.

45. Fieldwork

Pilot study:In order to identify possible ambiguities in theegtionnaire a pilot study
was undertaken. The study allowed determining hawhrtime it takes to fill out the
guestionnaire as well as address ambiguously fatedlIstatements and questions that might
be misleading for the main study participants.

University of Porto, Faculty of Economics (FEP) veafected as a pilot study target
due to convenient location, similar size to the nodshe universities in the Baltics and the
language. As the main questionnaire is developé&hglish and then translated into other
languages, academics, who do not speak Englidfeasother tongue, were selected as the
participants of the pilot study.

There were 10 academics participating in the gilody. 7 women and 3 men with
working experience in both economics and managena@aging from 5 to 25 years. All the
participants of the pilot study were distributestandardized questionnaire which was used
in the main study. Additionally, at the end of theestionnaire 3 questions were added asking
respondents to indicate how much time it took @oedent to finish the questionnaire, mark
unclear and ambiguous statements in the questi@naad suggest possible improvements to
better understand of the questionnaire items.

Questionnaire distributiontn order to ensure higher response rates, thecea
guestionnaires were distributed via internal ersggtems of the universities. Universities’

economics and management faculties were contactedler to approve their participation in
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the study as well as make an agreement to sergliestionnaire links and explanatory letter
stating the purpose and importance of the studg.réspondents were assured of the
anonymity and confidentiality of their answers lae survey would only be accessible
through the provided link. A reminder letter afeeweek and day before closing the

guestionnaire was sent to the universities.

4.6. Data analysis methods

The data obtained from the questionnaire was aedlysing SPSS software. The
authors used analysis methods as in Kipkebut (2@Hysted for our sample specifics, and
formulated hypotheses. The predicted relations weedyzed using different statistical
approaches:

» descriptive statistics and crosstabs with chi-sgtest were used to determine
sample specific characteristics;

* Indexes were formed in order to run correlatiotstesd check hypotheses
while taking into consideration all the questioakted to the same
determinant of organizational commitment;

» Pearson correlation coefficient were used to chwsglothesized relations
between personal characteristics, job related faend HR practices and
affective organizational commitment as well asnieintify main antecedents
of affective organizational commitment among acaidsnm higher education
institutions in the Baltics;

* independent samples t-test were used to identdyasualyze any possible
differenced in affective organizational commitmantecedents between
public and private sector academics.

Such analysis allowed generalizing the resulthefsample to the targeted population

as well as compare different antecedents’ impoddratween the countries.
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5. Empirical analysis

In this part, data gathered from 316 academic eyegl® working in the economics
and management study programs in the higher eduncastitutions in the Baltics is
analyzed.

Empirical analysis is carried out in two stepssty; descriptive statistics of the
respondents are presented and analyzed. This aitowsderstand the profiles of the
respondents and the frequency distribution in thdyssample better. Afterwards,
relationships between personal characteristicsretdied factors, HRM practices and
affective organizational commitment are analyzethwespect to the four hypotheses
formulated earlier in the work. The hypothesestaséed for the sample of Baltic states as a

whole as well as for each country separately irotd support and specify the results.
5.1. Descriptive Statistics
Out of 316 respondents, 48,4% were academics wprkihithuania, 30,1% in

Latvia, and 21,5% in Estonia, which reflects thaaion in the Baltic States, where the
academics working in Lithuania account for arobatf of the academic staff in the Baltics
working in economics/management field. Second hird places are taken by Latvia and
Estonia respectively.

Out of 316 respondents, 53,3% were lecturers, 18d8or lecturers or professors,
14,6% were assistant professors and the rest oéffpwndents were pro-rectors, researchers
and docents. Over 64,6% of respondents hold Phieded3,6% are pursuing their PhD
degree, 21,2% hold Master‘s degree and the rebeakspondents have Bachelor's degree or
equivalent. With respect to a second job, 44,9%caldemics in the sample have no second
job, 15,5% of respondents hold lectures in more tha higher education and the rest of the
academics are engaged in other income generatiivijias. In-depth profile of respondents
is provided in appendix 2.

Demographics of the sample as well as a shareaofesics working in private and
public universities are presented in the tableswelThe frequency distributions of age,
gender, and university sector in the sample argpaoed with the ones in the population.
This is done to observe if proportions in the samppresent the population. Comparison is
made for gender, age, and university sector oMgrgthat no statistics are available in

databases for academics’ level of education, tefoipeitle, or second job in the Baltics.
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Also, the demographic data is not available foohist in any available database. The latest

statistics available in Eurostat database are used.

Estonia Latvia Lithuania
Public Private Public Private Public Private
Population 60,00% 40,00% 54,55% 45,45% 75,00% 25,00%
Sample 73,50% 26,50% 62,10% 37,90% 85,00% 15,00%

Table 1 Percentage of respondents by university dec. Source: Table created by the
authors using data from Eurostat (2013)

Estonia Latvia Lithuania
Male Female Tota Males Female Total Males Female Total
S S [ S S

<30 N/a Nl/a N/a 3,25% 3,72% 6,97% 3,45% 4,83% 8,27%
30- N/a N/a N/a 8,47% 14,54 23,01% 12,21 17,41 29,61%

39 % % %
40- N/a Nla N/a 6,99% 14,01 20,99% 8,83% 13,81 22,63%
49 % %
5C¢- N/a Nl/a N/a 8,38% 15,6: 24,01% 11,3C 12,5¢ 23,88%
59 % % %
>60 N/a Nl/a N/a 14,2:  10,7¢ 25,02% 9,51% 6,10% 15,60%
% %
Tota N/a N/a N/a 41,31 58,69 100,00 45,28 54,72 100,00
| % % % % % %

Table 2 Population percentage by demographic varidbs. Source: Table created by the
authors using data from Eurostat (2013)
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Estonia Latvia Lithuania
Males Femal¢ Total Males Femal¢ Total Males Female Total
S S
<30 0,00%4 0,00% 0,00% 0,0C 5,30% 5,30% 2,60%  7,20% 9,80%
%
3C-39 14,70¥ 14,70% 29,40% 10,5 17,90¥% 28,40 11,10¥ 26,80% 37,90%
% %
4C-49 7,40% 13,20% 20,60% 17,¢ 17,90¥% 35,80 3,30% 19,60% 22,90%
% %
5C-59 7,40% 17,60% 25,00% 2,1C 11,60¥% 13,70 3,90% 13,10 17,00%
% %
>60 14,70¥ 10,30%¥ 25,00% 15,6  1,10% 16,80 8,50%  3,90% 12,40%
% %
Total 44,10 55,90 100,00% 46,3 53,70% 100,0 29,40 70,60% 100,00%

%

%

%

%

%

Table 3 Percentage of respondents by demographicnables. Source: Table created by the
aouthors using data from Eurostat (2013)

It can be seen that the share of the respondemisngan private universities is slightly

lower in all three Baltic States than it shouldibeeflect the real market situation.

In terms of age, the share of respondents of yauage (30-49) is much higher in the

sample of Latvia and Lithuania than it should beetitect the situation in the Baltic States,

where the market is dominated by older academies. stich a tendency does not apply to

Estonian sample, where 50% of respondents areSvgears of age. In terms of gender, the

share of females in Lithuanian sample is highen th@ one in the population, while it is lower

for Latvia.

The comparison above reveals that the frequendsyldison of the sample does not

correspond to that in the population, which couwdgibly lead to biased outcomes. Therefore,

the survey data is weighted in order for the demplgic proportions in the sample to converge

to the ones in the population. Given that no peepi®portions of population are provided for

Estonia as well as the fact that reasonable prioperbf age are observed in the sample, namely,

there is a decent share of older academics inatmple, it is decided not to weigh survey data

for Estonia but for Latvia and Lithuania only. Dsg&is weighted by multiplying each case by

weighting factor, which is the proportion of thepective group in the population divided by the

proportion of the respective group in the sampler%opulation/% in the sample). The number

of observations in the sample is reduced from 81%16 due to rounded results of weighted

dataset.
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As indicated above, combined frequency tables @adadble for gender and age. Yet,

frequency table is available separately only f@rstof private/public universities. Therefore,
double weights should be used to weight data fér demographics and university sector,
which would lead to less precise proportions (John2008)Given that no significant mean
differences are observed in organizational commitrbetween academics in public/private

universities (p-value equal to 0,42) , it is dedid®t to weight data for the university sector.

5.2. Hypothesis testing

In order to measure the relation between orgammzaticommitment and particular
factors, indices from the questions in the surveasuring the same factor are created. Given
that 11 questions in the survey have been formaiiate reverse manner, they were inverted for
the further analysis in order to coincide with thst of the items.

In order to test the reliability of indices and twrelation of items within an index, test
of “Cronbach’s Alpha“ is used. As a rule of thuntite desirable value of Alpha is over 0,7
(Gliem, A. & Gliem, R., 2003). Particular items anecluded from the indices if alpha values
after items are deleted exceed the initial Cronisa&ipha. Overall 6 items are excluded from
indices and thus, from further analysis. 13 indescreated, namely, one for affective
organizational commitment and 12 indices for pdssileterminants. The list of indices and
respective Cronbach’s Alpha values are providetienappendices (see appendix 3).

Hypotheses are tested for the sample of BaltieStas a whole as well as for each
country separately in order to support and spehiyresults.

For the purpose of testing the hypotheses, Indegrgrshmple t-test, one-way ANOVA
test as well as Pearson Correlation method are used

Independent sample t-test is applied when testiaglifference in affective
organizational commitment between two groups insdon@ple, namely, between men and
women, and between academics in private and pubiiersities.

One-way ANOVA test is applied for testing the difaces in affective organizational
commitment between more than two groups, i.e. diffeage groups, different levels of
education, tenure and type of a second job. ANCBh&ffe’s test is used when making the

analysis since the groups compared are not eqsaen
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Correlation tests (Pearson correlation method) valused to observe the relation

between affective organizational commitment and enical variables, namely, HR practices and
job-related factors. This test allows observingdhrection and strength of two items, both of

which are numerical/quantitative.

Testing Hypothesis 1 —Personal and Job-related chacteristics

* Hypothesis 1a: Academic’s age is positively correlated with affee organizational
commitment
One-way ANOVA test for the whole sample shows thate are significant differences
in level of organizational commitment among difi@rage groups even at 1% significance level
(p-value 0,009). Yet, Post Hoc Sheffle’s test shtives organizational commitment differs
significantly among 30-39 and 50-59 age groups.ohlyo, differences in mean values between
each two age groups do not show an increasing negdehen the age increases (see appendix
5). Moreover, when testing the hypothesis for eamimtry separately, it is found out that
differences in commitment exist in Latvian sampiyo Therefore, the hypothesis that age is
positively correlated with ones’ organizational coitment is rejected.
* Hypothesis 1b: Men academics will have higher level of affectivganizational
commitment than women
Independent sample t-test shows that there isffereice in affective organizational
commitment between men and women even at 10% &ignde level neither in the Baltic states
as a whole (p-value equal to 0,989) nor in eadh®tountries separately (see appendix 6).
Therefore, the authors reject the hypothesis teatigr has any influence on the value of
organizational commitment, namely, the hypothdsas tmen are more affectively committed to
their workplace is rejected.
* Hypothesis 1c: Academic’s tenure is positively correlated wiffeative organizational
commitment
University tenure
The results of analysis show that one’s univertgityre is positively correlated with
level of commitment. Differences in mean values@hmitment between groups, which are
presented in appendices (see appendix 5), showhihdigher university tenure one possess, the
more committed one is to his university. In ordedtaw more precise conclusions, it is analyzed

in which countries particularly these differenceswr. Results show that university tenure has
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an influence on organizational commitment in Lithigaonly, where the academics working in

particular universities up to 4 years are less cataththan academics working over 10 years.
Also, academics working in university for 5-10 yare significantly less committed to it
compared to the ones working for over 16 yearsciBeenumerical values of the analysis are
presented in appendix 5.

Position tenure

No significant correlation is observed between l@fe@rganizational commitment and
the time one spends in a particular job positiathee analyzing Baltics States as a whole nor
analyzing each country separately (see appendix 5).

Therefore, no solid conclusion can be made forhlamothesis. More precisely, the
hypothesis that university tenure is positivelyretated with affective organizational
commitment cannot be rejected; yet, the hypothesisposition tenure is positively correlated
with organizational commitment is rejected eveth@#®b significance level.

» Hypothesis 1d: Academic’s level of education is negatively cated with affective
organizational commitment

No significant differences in affective organizat commitment are observed among
groups of academics holding different levels ofdsraic degrees in either of the Baltic states (p-
value for the Baltics is equal to 0,301). Therefdhe hypothesis is rejected.

* Hypothesis 1e: Working in a second job is negatively correlateith affective
organizational commitment

One-way ANOVA test indicates that the academictse job has no influence on his
organizational commitment. Differences in mean galaf affective organizational commitment
between the academics working in one workplacetlaosk having more than one job are not
significant even at 10 % significance level eitlmethe Baltics as a whole (p-value equal to
0,344) or in each of the countries separately. dioee, the hypothesis is rejected.

To conclude, personal characteristics, exceptriorausity tenure, are proved to have no
influence on one’s affective organizational comnatr Yet, it is observed that the more time
one spends in a particular university, the moreradment he has to the current workplace.

Testing Hypothesis 2 — Role-related factors

* Hypothesis 2a: Level of job autonomy is positively correlatedhaffective

organizational commitment
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Pearson correlation test shows that job autonorsigigficantly correlated with

organizational commitment even at 1% significarael. Yet, when the test is repeated for each
of the countries, it appears that job autonomy ca¢play any role in determining organization
commitment among the academics working in Latvizer&fore, the hypothesis cannot be
rejected. Yet, further research is necessary tergbscountry differences.
* Hypothesis 2b: Level of co-worker support is positively and stiatally significantly
correlated with affective organizational commitment
Statistically significant correlation with the valif 0,247 is observed for the Baltic
region. The relation remains statistically sigrafit at 1% significance level when analyzing
each county separately, while the highest coraidietween coworker support and level of
commitment is observed in Estonia. Therefore, gpothesis is supported.
* Hypothesis 2c: Level of supervisory support is positively andistizally significantly
correlated with affective organizational commitment
Statistically significant correlation with the valif 0,389 is observed for the Baltic
region. The correlation is significant at 1% focleaf the Baltic States and for the region as
whole. Therefore, the hypothesis is supported.
* Hypothesis 2d: Role stressors are negatively and statisticalyngicantly correlated
with affective organizational commitment
As already stated, the variables measuring roésstrs have been inversed. Therefore,
the table in appendix 3 indicates the correlatioetsveen affective organizational commitment
and the absence of role stressors. As a resulststally significant and positive correlationsear
observed. The absence of role ambiguity is thengest determinant of commitment of all the
role stressors (correlation of 0,460). Correlatiforgole conflict and role overload are 0,273 and
0,140 respectively. The tendency stays the same ahalysis by countries is made. Yet, role
overload appears to be significantly correlatedhwiammitment among the academics working
in Estonia only. Therefore, based on the analysislts for the Baltic states as a whole, the
hypothesis that role stressors are negatively ladee with commitment is not rejected. Yet,
further analysis for country differences is reqdire
To conclude, all the job-related characteristiesiarportant determinants of one’s
organizational commitment in the Baltics (see apiped). The most important determinant of

commitment is the absence of role ambiguity. Tlewsd most important factors are coworker
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and supervisory support one receives in the wodepldob autonomy, role conflict, and role

overload are less important, yet significant deteamts of organizational commitment.
Nevertheless, the results slightly differ when gsialis redone for each country. It appears that
job autonomy and role overload do not influencedbimmitment of the academics working in
Latvia. Role overload is not significant in Lithuareither. In Estonia, all the factors play a
significant role in terms of organizational commémnt.
Testing Hypothesis 3 — HR practices
» Hypothesis 3a: Level of promotional opportunities is positivetyielated with affective
organizational commitment
The factor of promotional opportunities is sigrdfitly correlated with organizational
commitment (p-value=0,000) with the correlatiorO@60. The correlation remains
significant when repeating the analysis at the tguavel. Therefore, the hypothesis cannot
be rejected.
* Hypothesis 3b: Level of training and development is positivedyrelated with affective
organizational commitment
Level of promotional opportunities appears to hignehighest correlation with
organizational commitment of all the factors anatymn the research. The correlation for the
sample of the Baltics is equal to 0,534 and theetation is significant for the region as well as
for each country separately (p-value=0,000)
* Hypothesis 3c: Academics satisfaction with pay is positivelyretated with affective
organizational commitment
Satisfaction with pay is a significant determinahbrganizational commitment when
analyzing both the Baltic region and countries safedy (p-value=0). Correlation for sample of
the Baltic region is equal to 0,363. Therefore, ligpothesis is not rejected.
* Hypothesis 3d: Perceived level of distributive justice is postiwcorrelated with
affective organizational commitment
Distributive justice is a significant determinaritooganizational commitment in Baltic
region as a whole and in each of the countriesratgdg (p-value=0). Correlation for sample of
the Baltic region is equal to 0,348. Therefore, ligpothesis is not rejected
* Hypothesis 3e:Regular feedback is positively correlated with elffee organizational

commitment
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Correlation between feedback and organizationalnetiment is found to be significant

(p-value =0 for the Baltics and for each of thertoes) and positive with the correlation value
of 0,347 for the sample of the Baltics. Therefdine, hypothesis is not rejected.
» Hypothesis 3f:Academics ability to participate in decision makiagpositively correlated

with affective organizational commitment

Participation in decision making is a significaet@minant of organizational
commitment in each of the Baltic states (p-valu860). Correlation is found to be 0,432 for the
Baltics. Therefore, the hypothesis cannot be regect

To conclude, all the factors related to human resmanagement are statistically
significantly and positively correlated with affae organizational commitment in the
universities in the Baltic region (see appendixTe strongest relation is observed between
affective organizational commitment and level afriing and development within the
organization (0,534). Participation in decision mgkis the second most important factor with
the correlation of 0,432. Satisfaction with payl gmomotional opportunities one has in the
workplace are another important factors determimiogdemic’s emotional attachment to the
university with correlation values of 0,363 and@@)3espectively. Feedback one receives about
his performance and the perceived fairness of remation compared to other people
(distributive justice) are the least important,, \wgnificant determinants of organizational
commitment (correlations 0,347 and 0,348 respdgliv&he results are alike in each of the
Baltic states meaning that all the factors areiaggmtly important determinants of
organizational commitment and training and develephopportunities is the most important
factor determining commitment in each of the Badtates. Yet, the sequence of the importance
of other factors slightly differs among countriesiich requires a further research on country

differences (see Appendix 4).

Testing Hypothesis 4 — University sector

* Hypothesis4: The academics working in public universities hiaigher level of affective
organizational commitment compared to academicskingrin private universities.
Independent t-test analysis is made to test thethggis. The in-depth results can be

found in appendix 6. The test shows that diffeeeinc mean values of affective organizational
commitment between private and public universitypkayees is not significant even at 10%

significant level neither for the Baltic states fareach country separately. Therefore, the
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hypothesis that the academics from public univiesspossess a higher level of affective

organizational commitment is rejected.

35
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6. Discussion of results and possible human resource

practice improvements

Training and development opportunities, the absefcele ambiguity, participation in
decision making, and co-worker and supervisory stpppeared to be the main factors leading
to higher level of academic’s affective organizaibcommitment. Therefore, suggestions that
could help targeting each of the factors and timasild lead to higher academics’ commitment
to the universities are presented below.

Training and development opportunities have thgdsgjinfluence on academic’s
emotional attachment to the university. Therefdris, of high importance for the university
management to set the most efficient training akebbpment policies. Yet, simply providing
training programs is not enough to attain signiftc@sults. Firstly, it is proved that employees
value the opinion of their coworkers and thus, eyeés put higher value on training programs
that are obviously valued by their colleagues amgpsrted by their managers (Bartlett, 2001).
Moreover, pre-training actions are important. Ipieved that once employees are provided with
the information about the upcoming training sessioiney formulate specific expectations and
become more focused. As a result, employees albisenelevant information better and benefit
more (Tannenbaum et al, 1991).

The absence of role ambiguity is the second mgsbitant factor. Therefore, it is
crucially important to define the tasks and respulities an academic is in charge of when
working in a particular job position. In order tin@nate role ambiguity, universities
management should organize employee socializatiograms, which increase communication
among employees and thus, allows undertaking tles i each and every of them. Also, the
introduction of effective orientation guidelinesttee newly employed persons would be helpful
(Judeh, 2011).

Keeping employees involved in the decision makihglloorganization related issues is
also a factor leading to higher level of organi@adl commitment. Therefore, it is crucial for the
universities, which still operate under hierarchggperior-subordinate management system to
switch to horizontal management structures, wherpl@yees, who are otherwise hierarchically
unequal, are involved in decision making procegbéchigher extent (Muindi, 2011). The
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involvement into decision making process couldtbawdated by organizing more staff meetings

and discussions focused to particular issues (Béiadl., 2011).

Ducharme and Martin (2000) found that social supfmmworker and supervisory
support) within the organization also plays an ingnat role while determining employees’
affective organizational commitment level. Empiticssults in this paper confirms previous
conclusions, therefore, it is crucial to implemeaitain policies that would ensure safe, friendly,
trustworthy and supportive working environmenthe tniversities.

If talking about coworker support, the universitg®uld make efforts to create a less
competitive environment among the academic stdi& dbsence of competition among
employees makes them more helpful to each othechwas proven empirically by Kipkebut
(2010) and Ducharme and Martin (2000), leads tbdridevel of organizational commitment and
job satisfaction. In order to ensure higher lewélsoworker interactions and support,
interpersonal relations should be encouraged. dduid be achieved by organizing more
organizational activities for the employees (suslmaliday gatherings, group trainings and
trips), encouraging teamwork through joint reseascénd recognition of achievements (Turk,
2005).

In terms of supervisory support, previous stud@#icm that appropriate relation
between job demands and supervisor control recsioess level at the workplace (Nauret,
2012). As lecturing and other academic duties aiteer autonomous and do not require direct
supervision, it is highly important for the univitgsnanagement not to set the requirements to
the working staff unilaterally, but to provide #le information and communicate first and agree
on rules that seem fair to both parties. This ctsécchieved by continuous appraisal and
achievement recognition (Turk, 2005; Chughtai &a2aP006), as well as by introducing
performance based reward system, which currenygsessfully functioning in university of
Tartu, in Estonia (Turk, 2005).

To conclude, given that factors such as qualityahings, supervision and other
abovementioned factors appeared to be strongemadetnts of organizational commitment that
satisfaction with pay one receives directly, it Wblbe suggested for the management of
universities to consider long term indirect invesirhin employees. Investment in trainings,
more advanced management systems, organizatigafbfreeetings and other organizational
activities such as holiday gatherings would helddggelop committed staff more than only

raising the level of financial remuneration.
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6.1. Delimitations

First of all, online survey has been used to collee responses. Therefore, it is not
possible to identify if employees in some univegsitdid not participate in the survey purposely,
or the survey was not forwarded to the academidbh®wdministration accidentally. Such an
issue would not have appeared if the academics aygywached directly.

Secondly, no in-depth analysis was conducted tatiigedifferences in the education
systems among the Baltic states. Such system @liféers might have explained the discrepancies
in the results between the Baltic states in gersrdleach of the countries separately.

Thirdly, given that demographics of academics wagkin Estonia are not provided in
any available database, it was not possible to epengwhether the proportions in the sample of
particular groups of respondents matched the antdeeipopulation. As a result, sample was
compared and weighted for Latvia and Lithuania oryso, the sample was not weighted for
personal characteristics, the statistics of whieeanot available for the population.

6.2. Theoretical and practical implications

Currently, there exist only a few researches od@ctega’s organizational commitment in
higher education institutions in Eastern Europeaumtries and there is none on the Baltics.
Therefore, this study fills a gap in existing laarre on antecedents of affective organizational
commitment among academics in developing counimi&rope by providing an empirical
study on the case of Baltic countries.

Additionally, the study has practical implicatioas it gives an overview of current
situation of commitment level among academia a$ agegjives brief insights on possible HR
policies that would help to increase its levelsitrucial to understand the determinants of
affective organizational commitment as then marggan intervene and keep its level stable or
even raise it. Provided insights might help to @axse competitiveness of Baltic universities in
world’s higher education market simply by prevegtyoung academics and students form
migrating to another EU countries. By following delines and focusing on most important
determinants of affective organizational commitmenmiversities’ management would be able to
improve quality of the services their institutioropide, increase attractiveness level for local
and foreign students, develop country specific Kedge bank, and create new synergies among

university’s employees.
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Therefore, the study provides both, theoretical pnadtical implications by filling the

gap in existing literature and giving brief insigln necessary HR policies for improving

competitiveness of higher education institutionthm Baltics.

7.Conclusions

It is proved that well-educated manpower, whicthesresult of high quality HEI, is a
key to a country’s economic development. Moreotles,importance of high quality HEI
especially in the business field is even more irtgrargiven the current times of European
Union financial struggles and Euro crisis (Ritz2012). To address the issue of how to increase
the quality of HEI in the Baltic states, affectiwgganizational commitment approach has been
employed in this research. High level of organadi commitment among academics is proved
to increase the quality of academics’ job perforogaand prevent HEI from losing the brightest
academics, which, as a result, leads to sustaiéblgperformance (Pienaar, 2008). Therefore,
this study aimed to identify the main factors leagdio higher level of the organizational
commitment among the HEI in the Baltic states.

To answer the following research questiahat are the main antecedents of affective
organizational commitment among the academics workig in economics and management
departments in the higher education institutions inthe Baltics?a cross-sectional quantitative
research design was used. Pearson’s correlat@mresyay ANOVA, and independent sample t-
tests were used to test the hypotheses. Thesesubialed that personal characteristics, except
for university tenure, have no impact on one’s@fie organizational commitment. On the
contrary, job-related factors and the HR practay@slied in an organization have been proved to
be significant determinants of affective organiaasil commitment. Namely, training and
development opportunities, absence of role amhyjigpdrticipation in decision making, and
coworker and supervisory support appeared to bsttbagest determinants.

Based on the results of the analysis, practicalejunes for HR managers were drawn.
Given that satisfaction with pay appeared to beeaker determinant of commitment than, for
example, training opportunities or employees’ pgvation in decision making, the authors
conclude that indirect long term investment in esgpks is far more important when fostering

organizational commitment that simple increasenaricial remuneration.



40
Kaselyte, U., Malukaite, K.

8. Future research

Given this research revealed a significant relabietween training opportunities
provided to an employee and one’s organizationadrogment, further research could be
conducted to analyze the training system appligtierBaltic States for academic employees.
Room for improvement could be indentified and palgssolutions to increase the satisfaction
with training and development opportunities coutdppesented. Moreover, an in-depth research
on university management structure would be uséhik would allow identifying ways of
changing management structure so that academidsl weunvolved in the decision making to
the highest extent.

Also, academic employees’ job performance couldrmyzed directly in the future
researches. This research touched the factor gggdiormance indirectly, i.e. throughout the
affective organizational commitment, which yieldgtbr performance; yet, there are other
factors, which could possibly affect one’s perfonoain the workplace. Thus, such factors
should be analyzed.

Furthermore, differences in education systems amitegBaltic States could be
analyzed. Even though no differences in organimaticommitment among the countries were
observed, there were some differences observdisignificance and strength of determinants
of commitment among the countries. Yet, they waxreapproached in-depth, which could be

done in the future works.
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10.1. Appendix 1: Universities in the research populatio n

. . Latvia Estonia
Lithuania
Name Sector| Name Sector Name Sector
Vilnius University Public | University of Latvia  Blic | University of Tartu  Public
Kaunas Universit Public BA School of Public Tallinn University Public

of Technology

Mykolas Romeris

University Public

Vilnius Gediminas
Technical
University

ISM University of
Management and
Economics

Internationa
Business School at
Vilnius University

Vytautas Magnun
University

Aleksandra:
Stulginskis
University

Public

Private

Private

Public

Public

Klaipeda University  Public

Siauliai University  Public
Lithuanian

University of .
Educational Public
Sciences

LCC International  Private

Business and Finance

Riga Internationa
School of Economics
and Business
Administration

Public

Stockholm School of Privat

Economics in Riga e
Riga Busines ,
School at Riga Privat
Technical University
School of Busines Privat
Administration e
Turiba
Lat\(la University ol Public
Agriculture
Unlversny of Public
Daugavpils
Riga Teache
Training and
Educational Public
Management
Academy
The university .

. Privat
collage of Economics

e

and Culture

Transport and

S Privat
Telecommunication
Institute
Riga Technical Public

of Technology

Estonian University ,
of Life Sciences Public

Estonian Business

o Private
University Private
Euroacademy
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University

Balstoges University Private

University

| University of
Vidzeme

Public

University of Liepaja Public

University of
Vencpils

University of
Rezekne

Table 4 Universities included into population. Soute: Created by the authors

Public

Public
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10.2.Appendix 2: Frequency table

Variable Frequency Percentage
Country
Estonia 68 21,5
Lithuania 153 48,4
Latvia 95 30,1
University Sector
Private 77 24,4
Public 239 75,6
Paosition
Rector - -
Pro-rector 3 0,9
Lector, Lecturer 169 53,5
Senior lecturer, professor 51 16,1
Researcher 4 13
Docent 40 12,7
Assistant 46 14,6
Other 3 0,9
Age
<30 20 6,3
30-39 105 33,2
40-49 83 26,3
50-59 56 17,7
60-69 44 13,9
>70 8 2,5
Gender
Male 119 37,7
Female 197 62,3
Tenure in university
0 — 4 years 48 15,2
5—-10 years 101 32,0
11 - 16 years 85 26,9
> 16 years 82 25,9
Job Position Tenure
<1year 11 3,5
1 -4 years 104 32,9
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5—-10 years 110 34,8
>11 years 91 28,8
Level of education
Bachelor's degree or
. 2 ,6
equivalent
Masters 67 21,2
Ph.D 204 64,6
Ph. D (Ongoing studies) 43 13,6
Second Job
Giving lectures in more
49 15,5
than one HEI
Providing consulting
. , 48 15,2
services outside your HE]
Privately run business 31 9,8
Other 46 14,6
No second job 142 44,9

Table 5 Sample descriptive Statistics. Source: Créad by the authors

10.3.Appendix 3: Cronbach’s Alpha reliability test

ndex Cronbach’s Cronbach’s Alpha Number of items
Alpha after item is deleted
Job Autonomy 0,743 - 4
Co-worker support 0,842 - 3
Supervisory support 0,872 - 3
Role ambiguity 0,699 0,799 3
Role conflict 0,697 - 2
Role overload 0,815 0,835 2
Promotional opportunities 0,810 - 3
Training and development 0,820 - 3
Pay satisfaction 0,709 0,746 2
Distributive justice 0,904 - 4
Feedback 0,872 0,891 3
Participation in decision making 0,797 0,851 2
Affective organizational commitment 0,869 0,876

Table 6 Cronbach’s Alpha reliability test. Source:Created by the authors
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10.4.Appendix 4: Pearson correlations
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Hypothesis 2
The Baltics Estonia Lithuania Latvia
Pearson Correlation 247 ,296 374 ,078
Job_autonomy Sig. (2-tailed) ,000 ,014 ,000 ,454
N 315 68 153 94
Pearson Correlation ,397 ,485 ,369 407
Coworker_support Sig. (2-tailed) ,000 ,000 ,000 ,000
N 315 68 153 94
Pearson Correlation ,389 ,599 ,387 227
Supervisory_support Sig. (2-tailed) ,000 ,000 ,000 ,027
N 315 68 153 94
Pearson Correlation 460 ,505" 490" 343
No_role_ambiguity Sig. (2-tailed) ,000 ,000 ,000 ,001
N 315 68 153 94
Pearson Correlation 273 418 237 264
No_role_conflict Sig. (2-tailed) ,000 ,000 ,003 ,010
N 315 68 153 94
Pearson Correlation ,140 287 ,081 115
No_role_overload Sig. (2-tailed) ,013 ,018 317 ,269
N 315 68 153 94
Table 7 Pearson Correlation Table for Hypothesis 2Source: Created by the authors
Hypothesis 3
The Baltics Estonia Lithuania Latvia
Pearson Correlation ,360 448" 433 215
Promotional_opportunities Sig. (2-tailed) ,000 ,000 ,000 ,037
N 315 68 153 94
Pearson Correlation 534 637 497 524
Training_and_developmen .
. Sig. (2-tailed) ,000 ,000 ,000 ,000
N 315 68 153 94
Pearson Correlation 363 A77T 347 ,350"
Pay_satisfactio
Sig. (2-tailed) ,000 ,000 ,000 ,001
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N 315 68 153 94
Pearson Correlation ,348 ,346° 31T 464
Distributive_justice Sig. (2-tailed) ,000 ,004 ,000 ,000
N 315 68 153 94
Pearson Correlation 347 ,485 ,338 28T
Feedback Sig. (2-tailed) ,000 ,000 ,000 ,006
N 315 68 153 94
Pearson Correlation 432 545 344 ,508"
Participation_in_dec_mak Sig. (2-tailed) ,000 ,000 ,000 ,000
" N 315 68 153 94
Table 8 Pearson Correlation Table for Hypothesis 3Source: Created by the authors
10.5.Appendix 5: One-way ANOVA and PostHoc Scheffe  tests
P-value
The Baltics Estonia Lithuania Latvia
Age 0,009 0,161 0,127 0,005
Tenure in university 0,000 0,435 0,001 0,167
Tenure in position 0,296 0,687 0,717 0,427
Level of education 0,301 0,212 0,249 0,454
Second job 0,344 0,508 0,456 0,334

Table 9 One-way ANOVA test. Source: Created by thauthors

() Age (J) Age Mean Difference (I-J) Sig.
<30 30-39 ,12988 ,996
40-49 ,00941 1,000

50-59 -,35107 732

60-69 -,17944 ,984
>70 ,00190 1,000

30-39 40-49 -,12047 76

50-59 -,48095' ,018

60-69 -,30932 442

>70 -,12798 ,999
40-49 50-59 -,36048 ,233
60-69 -,18885 ,899
>70 -,00751 1,000
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50-59 60-69 ,17163 ,924
>70 ,35297 ,931
60-69 >70 ,18134 ,997

Table 10 Post Hoc Scheffe test (grouping variabléige, sample: Baltic States). Source:
Created by the authors

(I) Tenure (J) Tenure Mean Difference (I-J) Sig.
5-10 -, 17496 697
0-4 11-15 -, 47212 ,020
>16 -,56260" ,002
11-15 -,29716 124
5-10 .
>16 -,38764 ,016
11-15 >16 -,09048 911

Table 11 Post Hoc Scheffe test (grouping variabléiniversity tenure, sample: Baltic

States). Source: Created by the authors

(I) Tenure (J) Tenure Mean Difference (I-J) Sig.
5-10 -,23356 ,748
0-4 11-15 -,58467 ,112
>16 -,73237 ,007
11-15 -,35112 414
5-10 )
>16 -,49882 ,043
11-15 >16 -,14770 ,913
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Table 12 Post Hoc Scheffe test (grouping variabléiniversity tenure, sample: Lithuania).
Source: Created by the authors

10.6.Appendix 6: Independent sample t-tests

P-value
The Baltics Estonia Lithuania Latvia
Gender 0,989 0,293 0,192 0,235
University type 0,421 0,765 0,831 0,612

Table 13 Independent sample t-tests. Source: Creatdy the authors



56
Kaselyte, U., Malukaite, K.

10.7. Appendix 7: Questionnaire

We are Year 3 students in Stockholm School of Eooog in Riga. We are currently working on
our BSc Thesis, the purpose of which is to iderttiy main determinants of organizational
commitment among academic staff in Economic andrig#ss Higher Education Institutions in
the Baltic States. Because of this reason, weiaddykasking You, as an academic working in
the field of business/ economics, to fill in thisgey, which should not take longer than 10
minutes of your time.

This survey is being conducted in all the HEIs asrihe Baltic States. We assure the
confidentiality since the survey is anonymous dreddollected data will only be used in a
generalized form and for all the HEIs as a whote,not distinguishing

The results of this study are to be shared wittHEés, the faculty members of which take part
in this research by filling in the survey.

In case any questions arise, You are more tharoweddo contact us via e-mail:
ukaselyte @sseriga.edu or kmalukaite@sseriga.edu

Thank you in advance.
General information

Name of your university

Job title

Rector

Pro-rector

Lecturer

Senior Lecturer
Researcher

Professor

Associate professor
Assistant Professor
Others (Please specify):

OoOoOoooooao

Part 1 — Job-related factors
Please, evaluate each of the statements belovg therscale of in the scale of b,standing for
strongly disagreeand5 - strongly agree

1 Disagree 4
Strongly Agree
Disagree 3

Neither agree 5

5 nor disagree Strongly agree
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| have input in deciding what tasks or part of sakWill do

| have the freedom to do pretty much what | wantonjob

| have the opportunity for independent thought aciibn on my job
| work pretty much by myself when performing myksis

My co-workers are helpful in getting my job done

My co-workersprovide me with important wo-related information and advice tf
make performing my work easier

My co-workers can be relied upon when things gegjtoon my job

My direct supervisor cares about my opinion

When things get tough in my job, | can rely on nmgct supervisor for help
My direct supervisor is helpful to me in getting fop done

| have clear, planned goals and objectives foroby |

| know what my responsibilities are in the workqda

There is clear explanation of what has to be domay job

| receive an assignment without adequate resowrcesterials to carry it out
| sometimes have to break a rule or policy in otderarry out an assignment
| receive incompatible (mismatched) requests framm dr more people at work
| am given enough time to do what is expected obméhe job

It often seems like | have too much work for onespa to do

| feel | have to do things hastily and maybe les®fully in order to get everythir
done

| often have to work extra hours because of stafftage
Part 2 — HR practices

| have a good chance to get ahead in this uniyersit

| have the opportunity for further advancement ynumiversity

Promotions are based on how well you do your wonky university

| have the opportunity to improve my skills in thisiversity

| have been well-trained by the university for nmggent job

The university provides support when employeesd#eto obtain ongoing training
| am paid a great deal of money for performing oty |

e e = e e = e T Y e e e e e S S N N e
N RN NN NN RNNDRNMNMNDDNDNRNMNNDDNDNDNNDNNDDNDDN
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| get regular salary raises in my university 12345
| need additional income to make ends meet 12345
| am satisfied with my pay relative (compared) toes employees in this university 2 345
| am satisfied with my pay relative to other em@es outside this organization with 2345
similar jobs

| am rewarded fairly for the amount of effort thatut in my job 12 3 45
| am rewarded fairly considering the responsilesitl have 12 3 45
| receive sufficient feedback from my supervisorhmw well | am doing my job 12 3 45
| have the opportunity to find out how well | amirlp on my job 12 3 45
| have adequate information to know whether | amigpening my job well or poorly 12 3 4 5
The feedback that | receive agrees with what | leteally achieved in my job 12345
Employees in this university have the opporturithave ‘a say’ in company policiesl 345
and decisions that affect them

| believe that university management makes a peséffort to keep staff well-

informed L2sas
All important information about the university ismamunicated to employees 2 345
Part 3 — Affective organizational commitment

| would be very happy to spend the rest of my aanexking in this university. 12 3 4 5
| enjoy discussing about my university with peoplaside it. 12 3 45
| really feel as if this university’s problems ang own. 12 3 45
| think that | could easily become as attachedntmitzer university as lamto thisone. 4 3 4 5
| do not feel like ‘part of the family’ at my univsty. 12345
| do not feel ‘emotionally attached’ to this unisiy. 12345
This university has a great deal of personal mepfinme. 12 3 45
| do not feel a ‘strong’ sense of belonging to nmwersity 12345

Part 4— Personal characteristics
Age

Below 30
30-39
40-49
50 -59
60-69

Oo0O0o0oad
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O

Gender

|
]

Tenure
How many years of service do you have in your curomiversity ?

O
O
O
O

70 and more

male
female

0-4

5-10

11-15

16 and more

How many years have you held your current position?

O
|
O
O

less than 1
1-4

5-10

11 and more

Level of education
Please select the highest educational qualificatoonhold from below:

]

Oo0Oogoao

Bachelor’s degree or equivalent
Masters

Ph.D

Ph. D (Ongoing studies)
Others (Please specify):

Second job
Please specify if you are involved in any incomeeagating activities such as:

O

O
O
O

Giving lectures in more than one HEI

Providing consulting services outside your HEI
Privately run business
Other (please specify):







