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Abstract

The productivity levels of lecturers and what
causes an increase or decrease in them have been the
subjects of debate and concentration among academics,
practitioners and researchers for many decades. This makes
it more volatile because of the complex nature of the
numerous different industries involved. In the education
industry itself for example, there have been numerous
antecedents which have been found to have an effect on
productivity levels. The aim of this research is to identify
the factors and assist in closing the gaps of knowledge in
increasing lecturer productivity, especially in the private
universities. The main purpose of this study was to identify
the significant relationship of work-life balance, job
responsibility,
competency,
motivation
and
professionalism on lecturer productivity in private
universities Kazakhstan. Hypotheses created to support
these objectives results indicated that all tested
independent variables have significant relationship with
lecturer productivity except for no significant relationship
indicated for competency and professionalism based on
correlation analysis. This study considers these antecedents
on lecturer productivity in the Private universities being the
fastest growing industry in Kazakhstan. This implies that
the organizational human resource policies may need a
re-look on creating better benefits, lecturer assistance
program, job design, training and development and
organizational culture. These findings suggest that in this
complex and dynamic environment, lecturer productivity is
a means of organizational success and sustainability.

Keywords Lecturer Productivity, Corruption, Trade
Openness, Political Stability, BRIC Countries

1. Background of the Study
One of the important factors affecting the productivity of

lecturers in a university is Lecturers’ Attitude. It's not a
secret in any university. There is competition between
lecturers, so one lecturer tries to extrude the other, thereby
creating a conflict of interests within the university Luft
(2016). Often, many companies cooperate with
psychologists and personal relations trainers within the
organization. However, this problem of competition is
created by the leaders themselves, putting tough conditions
and encouragement for one or several lecturers under the
fulfilled work plan. This university structure has its
shortcomings, because the lecturer after a failure in this or
that sphere will no longer be productively tuned to the next
task in connection with ignoring his successes in the past.
Certainly, competition within the university takes place
and it is for the analysis of the productivity of each lecturer
and the identification of not competent lecturers in the
universities. Thus, creating a competition within the
university, the leader is obliged to monitor and correct the
work process, so that a high level of lecturer productivity
takes place during the entire work process, rather than
individual projects.
The attitude of the lecturers is based on the established
order within each university. Of course, the universities can
be compared with the Swiss Watch mechanism, where
each element depends on the performed action of the other
element, thereby creating a workflow in which each
lecturer has accountability for a particular job. Lecturer
Accountability has a huge impact on the Lecturers’
Attitude to achieve success in any organization Mackay,
(2016). Each lecturer has his own responsibilities, for
which he is responsible for their implementation or not
performing. Thus, lecturers work together, share ideas and
accountability and create an integrated success strategy for
the universities. From this, it follows that the attitude of
lecturers is based on factors within a particular universities
and is undoubtedly the responsibility of each universities
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too. In addition, according to Shah, Irani and Sharif (2016),
the impact of organizational changes on the attitude of
lecturers at Pakistan universities, a survey of 556 lecturers
was conducted. Thus, 32.67% need changes in the
organization as a whole and 67.33% do not need changes.
However, 83.32% of the interviewed lecturers confirmed
the importance of lecturer relations in the workplace and
only 16.68% of lecturers are used to working alone.
Within each university, there is a problem with the
motivation of lecturers, which has an effect on the
productivity of lecturers. Lecturers’ motivation is a part of
HR science, which analyses the behavior of lecturers in the
universities, their strengths and weaknesses, and identifies
motivators for the lecturers by encouraging them. And as a
result, the productivity of lecturers increases (Wubbolding,
1996). There are various theories to maintain the
motivation of lecturers in various fields of activity, but to
learn the habits of each lecturer is not for everyone. Often,
the needs of lecturers in the universities are not satisfied
and, accordingly, this factor is reflected in the drop of the
level of Lecturer Productivity. According to Korenková
and Urbaníková (2014), the goal of each lecturer is to
increase the universities’ profits, by achieving success in a
certain area. However, only well-motivated lecturers are
able to achieve this goal for the universities. Therefore, the
attitude to achieve success and the desire to work better for
the lecturer is directly proportional to their satisfaction and
motivation. For example, according to Zámečník (2014), a
study was carried out in Czech and the Slovakian furniture
enterprises on the importance of motivational factors for
lecturers. Thus, 66 respondents were interviewed and it
was revealed that self-sufficiency (i.e. independence) at
work and free time was the most important motivator for
lecturers; moreover, the salary factor was also allocated.
According to Lau and Roopnarain (2014), in the past,
managers thought that for the productive work of lecturers,
they should only pay a good salary, but there are more
factors that affect motivation. Every lecturer should feel
part of the system and realize that without them the system
will not work.
The problem of Work Life Balance effects on Lecturer
Productivity in the universities. According to Haar et al.
(2014), lecturers are faced with the problem of achieving a
balance between personal life and work, when they can’t
plan the number of hours needed for work and for private
life. This problem covers both single lecturers and lecturers
who are married. In this regard, for each lecturer, there is a
different balance between work and personal life. Some
spend time at work much more than planned or work at
home, when at that moment a person needs rest to engage
in private life. However, an incorrect approach to this
strategy reduces the productivity of lecturers in any
universities. Moreover, it is not important whether a person
likes his job or not. According to Yadav and Dabhade
(2014), women are more serious about the issue of Work
Life Balance, because they are mainly educators of the
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future generation and the governing processes in everyday
life. Thus, often, managers exert pressure on lecturers to
become workaholics and to neglect their personal lives in
job replacements. For example, according to Baptiste et al.
(2017), the study of gender differences in the work-life
balance in the surgical department of the academic medical
center showed that there are more men in this profession
than women, but women surgeons are constantly growing.
The problem of leadership certainly stands above all
factors affecting the Productivity of Lecturers. According
to Burns, (2012), leadership means proper management of
personnel and competent thinking in various situations.
The most important feature of the leader is the construction
of a structure for management, control and improvement of
Lecturer Productivity in order to achieve success in the
universities. However, in universities, the leadership
system is often not built correctly. Lecturers should respect
and take an example from their leader, including trust in
important matters.
According to Tulu (2017), there is a problem with online
social Medias (OSMs) in the workplace, when the
Productivity of Lecturers falls, due to the diversion to
non-working processes. In this study, 112 respondents
were interviewed, who were teachers at Ambo University.
The results showed that 63% of respondents use their
accounts in social networks during working hours.
However, 49% of those lecturers who use social networks
during working hours have confirmed that they will
immediately return to work when necessary, while the
remaining 41% will experience difficulties in this. Thus, it
is like two sides of the same coin. On the one hand,
lecturers are obliged to carry out the work process and
observe the universities’ constitution, and on the other
hand, lecturers sometimes need to be distracted from work.
Thus, finding a compromise between two ways is a
problem for the leader.
According to Hanaysha (2016), the competent leader's
duties should include intermediate testing of lecturers by
identifying competent and incompetent lecturers of the
universities to monitor the Productivity of Lecturers.
Moreover, leadership means the ability to work with the
team and thereby create teams to solve certain tasks
together with the help of a brain storming. Often, the lack
of training and corporate meetings on which it is possible
to identify internal problems and staff issues, affect the
decline in Lecturer Productivity.
Professional development and being at the platform of
‘state of art’ knowledge is a primary concern for the current
academics (Koc, 2015, Demirbilek, Yilmaz Ince, 2015).
This clearly indicates the importance to identify anteceding
factors predicting the lecturers’ productivity. Based on the
overview, the study aims to examine lecturer work-life
balance, responsibility, competency, motivation and
professionalism on the lecturer productivity. This study is a
quantitative study, these five hypotheses built accordingly.
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2. Predictors of Productivity
This study will focus on factors affecting on Lecturer
Productivity in the Private universities in the Republic of
Kazakhstan. Kazakhstan is chosen as a focus in this
research because the state faces the difficulty of Lecturer
Productivity, thereby creating a barrier that prevents the
increase in the profit and economic situation of the country.
In this regard, there are constant crises in the country and
the number of unemployed graduates is growing. Despite
the fact that there are many factors affecting the
productivity of lecturers, this study will focus on the most
important of them.
The private universities are good examples for analyzing
the Productivity of Lecturers, as these universities provide
services for various specializations of students. Thus, the
profit of private universities directly depends on the
services rendered to students, including further demand for
services and cooperation with large world-class
corporations. Thus, the private universities in Kazakhstan
should be improved to provide the perfect quality of
service, through the productive performance of work by the
lecturers. Therefore, it is extremely important that this
research be done to determine the factors that affecting the
Productivity of Lecturers in three private universities
namely, Almaty Management University (ALMAU),
University of International Business (UIB), and Kazakh
University of Management Economics and Prognostication
(KIMEP University).
The Government of the Republic of Kazakhstan
conducts an active policy of attracting foreign investors for
more global development of the Republic, including the
establishment of political relations between the countries
Kazakhstan Ranking (2016). Given these indicators and
strategy, a large number of tourists will come to

Kazakhstan every year. In consequence of this, it is
obligatory to provide a worthy meeting and service because
the mood of the guest and the reputation of the State
depend on this. In addition, this study can help managers
and lecturers of other activities improve the Productivity of
Lecturers taking into account the factors that affect this
problem.
Each lecturer in the universities has its own work
psychology and style of accomplishing the tasks set. In
addition, there are absolutely different factors affecting the
productivity of each lecturer. Thus, the leader must know
the approach to lecturer, studying the strengths and
weaknesses of the team's efficiency. In this case, there is a
theory of X and Y, which distinguishes between two
categories of building relationships with lecturers to
improve the productivity of the universities.
Douglas MacGregor (1906-1964), an American scientist
and social psychologist, created the theory of X and Y.
According to McGregor, Bennis and Schein (1983), the
theory of X denotes a rigid authoritarian control regime for
lecturers who are lazy but talented. However, the theory of
Y is intended for lecturers who want to work for
self-fulfillment and achieve success in the universities.
The main theses of the X theory include factors such as
the average person by nature does not like to work and
whenever possible tries to avoid work. Moreover, most
people need coercion, strict control, constant management
and even intimidation with punishments. Only in this way
can they be forced to spend adequate efforts to achieve the
goals of the universities where they work. In addition, the
average person prefers to be controlled. He seeks to avoid
responsibility and has relatively small ambitions, and,
above all, he craves security most of all.

Source: (McGregor, Bennis and Schein, 1983)
Figure 1. X and Y Theory
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The main theses of the Y theory include factors, such as
strengthening external control and the threat of punishment
are not the only means to increase human efforts aimed at
achieving the universities goals. If people believe in the
tasks assigned to them, they are capable of self-control and
self-organization. Furthermore, a person who spends moral
and physical forces to work is no less natural than to rest or
play. The average person by nature does not feel disgust for
work. This means that if it is given the opportunity to fully
reveal its potential, it can be stimulated to active and
zealous labor activity. Besides that, commitment to goals the result of rewards are clearly linked to the merits of the
lecturer. The most significant result of such awards, for
example, satisfaction of the need for self-fulfillment are
often the direct result of efforts aimed at achieving
organizational goals. Moreover, if the right conditions are
created, the average person learns not only to take
responsibility, but also begins to strive to put it on himself.
The desire to avoid responsibility, the lack of ambition and
the desire for security are not the natural qualities of people,
but acquired experience, as well as ability to exercise a
fairly high level of imagination and creativity in solving
organizational problems.
Therefore, using this theory, leaders get an opportunity
to rationally use the qualities of each lecturer, which
influences raising the level of lecturer productivity. Thus,
the leader has the opportunity to control the productivity of
lecturers within the universities, by analyzing and correctly
distributing tasks between lecturers Arslan and Staub
(2015). Moreover, the theory of Douglas McGregor
explains that within one organization there will be most
likely to have both types of lecturers and in this case a
successful leader should increase the productivity of
lecturers with an individual approach to each lecturer. The
theory explains that lecturers of any universities can do
much more for these universities if they are treated as
valuable and responsible lecturers, thereby increasing the
productivity of lecturers. According to Sapience (2017),
there is an organization providing services for lecturer
productivity analytics, which helps to achieve success in
various fields of activity.

3. Methodology
The study has taken an approach of quantitative study.
The dependent variable is productivity and the independent
variable are responsibility, competency, motivation,
work-life balance and professionalism investigated as a
cross sectional study. Hypotheses are created based on
these variables. Data collection was conducted for two
months using online questionnaire survey via email. The
questionnaire has two sections; demographic profile and
the six variable testing. Participants were sent reminders
twice in the emails. The research population was lecturers
of private universities in Kazakhstan. Sampling design
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used is simple random sampling based on the sampling of
private universities in the south of Republic Kazakhstan in
Almaty. Based on the sample size a simple random
sampling method used to select the respondents from
various universities. Accordingly participants were 130 but
119 were the actual collected. The study outcomes analyses
using SPSS version 23. The analysis consists of descriptive
analysis and inferential analysis (pearson correlation
testing and multiple linear regression). Ethical
consideration of the research was firmly considered in
providing anonymity and confidentiality of data collection.
Besides, consent of respondents was obtained.

4. Research Findings
The total number of respondents was 119, of which 67
people (56.3%) are men and 52 people (43.7%) are women,
so the number of men is not much more than women.
According to the analysis, 61 lecturers (51.3%), which is
mostly from the respondents, are not married. On the other
hand, 50 people (42%) are married and try to combine
personal life with work. In addition, according to the
survey, 8 respondents (6.7%) are in divorce. Moreover,
none of the respondents is a widow. The survey results
show that 33 lecturers (27.7%) working in the private
universities in Kazakhstan are between the age of 18 and
24. However, the largest number of lecturers 65 (54.6%)
are in the age group from 24 to 34 years. In addition, 19
respondents were included in the age group from 35 to 44
years, which makes up 16% of the total number of
respondents. Moreover, 2 people (1.7%) were included in
the group of people from 45 to 59 years. The study of the
level of education showed that 22 lecturers (18.5%)
completed Diploma, 52 respondents (43.7%) have a
Bachelor Degree and 45 people (37.8%) have a Master
Degree. Lecturers who completed the PhD were not found.
The number of lecturers working in the three universities in
the period from 1 month to 1 year was 42 people (35.3%);
in addition, the number of lecturers working in the three
universities at the time of the survey was 45 people
(37.8%). The number of lecturers working from 6 to 11
years in the three universities amounted to 22 people
(18.5%); moreover, 9 respondents (7.6%) work in the three
universities in the interval from 11 to 21 years and only 1 of
the respondents (0.8%) works in the three universities more
than 21 years.
Based on Table 1, after factor analysis, some changes
happen in the items and some variables need to be renamed
accordingly. Initially the independent variable has four
dimensions but after factor analysis it became as five
dimensions. Based on table 1, factor 1 has 5 items which
the significant loadings value falls in between 0.895 and
0.928, factor 2 has 6 items which the significant loadings
value falls in between 0.506 and 0.833, factor 3 has 3 items
which the significant loadings value falls in between 0.693
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and 0.840, factor 4 has 2 items which the significant
loadings value falls in between 0.854 and 0.874, and factor
5 has 3 items which the significant loadings value falls in
between 0.621 and 0.775. Eigenvalue of these five factors
(5.206, 3.680, 1.913, 1.586, 1.262) shows more than 1.0.
Meanwhile, according to Field (2009) KMO value which
falls in between 0.7 and 0.8 are considered as good which
reflects in this study whereby the KMO value is 0.793.
Reliability test has been conducted in this study after factor
analysis and the value is more than 0.7 which is considered
as sufficient based on Nunnally (1981).
Based on factor analysis the hypothesis was changed as

follows:
H1: There is a relationship between Work Life Balance
and Lecturer Productivity
H2: There is a relationship between Responsibility and
Lecturer Productivity
H3: There is a relationship between Competency and
Lecturer Productivity
H4: There is a relationship between Professionalism and
Lecturer Productivity
H5: There is a relationship between Motivation and
Lecturer Productivity

Table 1. Factor Analysis
Component
1

2

3

4

5

Factor 1: Work Life Balance
The demands of my family or spouse/ partner interfere with work-related
activities.
I have to put off doing things at work because of demands on my time at
home.
Things I want to do at work don't get done because of the demands of my
family or spouse/partner.
My home life interferes with my responsibilities at work such as getting to
work on time, accomplishing daily tasks, and working overtime.
Family-related strain interferes with my ability to perform job-related
duties.

.928
.913
.920
.888
.895

Factor 2: Responsible
I could be responsible for planning my own work.

.660

I could make decisions on my own.

.833

I could be free to use my judgments.

.763

I could have a very responsible job.

.739

I try to think if ways of doing my job effectively.

.506

I think the lecturers of the university I work for are highly involved in
decision making at work.

.634

Factor 3: Competency
If there is a training opportunity, the management of the university I work
for usually encourages the lecturers to participate.
I think the training provided by the university I work for can meet the
demands of the lecturers.
The university I work for would communicate with its lecturers regarding
their achievements and offer them suggestions.

.840
.828
.693

Factor 4: Professionalism
My opinion of myself goes down when I do the job badly.

.875

I feel unhappy when my work is not up to my usual standard.

.854

Factor 5: Motivation
I take pride in doing my job as well as I can.

.648

I like to look back at a day’s work with a sense of a job well done.

.775

Compared with other companies in the same field, I think the salary and
welfare offered by the university I work for are better.

.621

Eigenvalue

5.206

3.680

1.913

1.586

1.262

% of variance explained

26.028

18.398

9.567

7.932

6.309

Cronbach’s alpha

.952

.817

.784

.811

.797

KMO

.793

Bartlett’s Test of Sphericity

1284.467
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Table 2. Correlation Analysis
Correlations

Pearson Correlation
Lecturer Productivity

Competency

Professionalism

Motivation

1

.989**

.268**

.081

-.094

-.210*

.001

.003

.384

.309

.022

119

119

119

119

119

Pearson Correlation

.001

Sig. (2-tailed)

.989

N

119

Pearson Correlation
Responsible

Work Life
Balance

Sig. (2-tailed)
N

Work Life Balance

Lecturer
Productivity

Sig. (2-tailed)

.268

1
119

**

.003

.124

Responsible Competency Professionalism Motivation

119
*

.198*

.124

.120

-.198

.179

.193

.031

.031

119

119

119

119

-.166

.249**

.070

.006

1

.450

.179

**

.000

N

119

119

119

119

119

119

Pearson Correlation

.081

.120

.450**

1

.013

.191*

Sig. (2-tailed)

.384

.193

.000

.891

.038

N

119

119

119

119

119

119

Pearson Correlation

-.094

-.198*

-.166

.013

1

-.045

Sig. (2-tailed)

.309

.031

.070

.891

N

119

119

119

119

*

.198

*

.249

**

.191

.627
119

119

*

-.045

1

Pearson Correlation

-.210

Sig. (2-tailed)

.022

.031

.006

.038

.627

N

119

119

119

119

119

119

**. Correlation is significant at the 0.01 level (2-tailed).
*. Correlation is significant at the 0.05 level (2-tailed).

Based on table 2 correlation analysis, it shows that
lecturer productivity shows very low correlation with work
life balance (.001), low correlation with responsible
(.268**), very low correlation with competency (.081), very
low correlation with professionalism (-.094) and low
correlation with motivation (-.210*). Next, work-life
balance shows very low correlation with responsible (.124),
very low correlation with competency (.120), very low
correlation with professionalism (-.198*), very low
correlation with motivation (.198*). Responsibility shows
moderate correlation with competency (.450**), low
correlation with professionalism (-.166), low correlation
with motivation (.249**). Competency shows very low
correlation with professionalism (.013), very low
correlation with motivation (191*). Meanwhile,
professionalism shows very low correlation with
motivation (-.045).
Based on table 3 multiple regression analysis, model 1
age and experience is a control variable with (0.042) 4.2 %
having low R square compared to model 2 with experience,
age, professionalism, motivation, competency, work life
balance and responsible with (0.164) 16.4%. Independent
variable of total variation of Model 2 explains 16.4% of
total variation of lecturer productivity. The study from
ANOVA table shows, control variable is not significant

(0.082) because it is more than 0.05 but model 2 is
significant with 0.005. Therefore model 2 is fit in this study
and it is not controlled by experience and age. Coefficient
table results have significant in some variable only. 𝛽
value with significant of age, experience, work life balance,
responsible, competency, professionalism and motivation
is 0.074 (0.342), -0.031 (0.576), 0.001 (0.979), 0.279
(0.005), -0.021 (0.838), -0.033 (0.610) and -0.248 (0.003)
respectively. It shows that only two variables are
significant in this model which is responsible and
motivation toward lecturer productivity. Responsibility has
low positive (0.279) relationship and motivation has low
negative (-0.248) relation towards lecturer productivity.
The multicollinearity (VIF) for this model is in satisfactory
situation since all the VIF value is less than five. This
shows there is no multicollinearity in this model. The
model for this study is:
Lecturer productivity = 3.171 + 0.279 Responsibility
-0.248 Motivation
Lecturer productivity will increase by 0.279 when one
unit increases in responsible whereas lecturer productivity
will decrease by 0.248 when one unit increases in
motivation while other variables remain constant. This
shows that lecturer productivity can be measured by
responsibility and motivation only.
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Table 3. Multiple Regression Analysis
Model Summary
Model

R

R Square

Adjusted R Square

Std. Error of the Estimate

1

.206a

.042

.026

.45198

2

b

.164

.111

.43180

.404

a. Predictors: (Constant), Experience, Age
b. Predictors: (Constant), Experience, Age, Professionalism, Motivation, Competency, Work-Life Balance, Responsible
ANOVAa
Model
1

2

Sum of Squares

df

Mean Square

F

Sig.

Regression

1.045

2

.523

2.559

.082b

Residual

23.697

116

.204

Total

24.743

118

Regression

4.047

7

.578

3.101

.005c

Residual

20.696

111

.186

Total

24.743

118
a. Dependent Variable: Lecturer Productivity
b. Predictors: (Constant), Experience, Age

c. Predictors: (Constant), Experience, Age, Professionalism, Motivation, Competency, Work Life Balance, Responsible
Coefficientsa
Model
(Constant)
1

2

Unstandardized Coefficients
B

Std. Error

3.046

.122

Standardized
Coefficients

t

Sig.

24.994

.000

Beta

Collinearity Statistics
Tolerance

VIF

Age

.170

.075

.262

2.256

.026

.611

1.637

Experience

-.071

.055

-.149

-1.280

.203

.611

1.637

(Constant)

3.171

.576

5.507

.000

Age

.074

.078

.115

.954

.342

.518

1.931

Experience

-.031

.056

-.066

-.561

.576

.551

1.815

Work Life Balance

.001

.044

.002

.026

.979

.824

1.214

Responsible

.279

.098

.307

2.851

.005

.650

1.539

Competency

-.021

.102

-.020

-.204

.838

.757

1.320

Professionalism

-.033

.065

-.046

-.512

.610

.926

1.080

Motivation

-.248

.081

-.285

-3.081

.003

.881

1.135

a. Dependent Variable: Lecturer Productivity
Excluded Variablesa
Model
Work Life Balance
1

Collinearity Statistics

t

Sig.

Partial
Correlation

Tolerance

VIF

Minimum Tolerance

b

-.270

.787

-.025

.877

1.140

.583

b

Beta In
-.026

Responsible

.228

2.346

.021

.214

.845

1.184

.530

Competency

.043b

.458

.648

.043

.960

1.041

.587

-.076

b

-.823

.412

-.077

.975

1.026

.606

-.216

b

-2.389

.019

-.217

.971

1.030

.598

Professionalism
Motivation

a. Dependent Variable: Lecturer Productivity
b. Predictors in the Model: (Constant), Experience, Age

Universal Journal of Educational Research 7(12): 2558-2567, 2019

5. Conclusions
The regression model and correlation analysis through
Pearson Product Moment correlation coefficient applied to
test the significance of relationship between five
independent variables and dependent variables. The
independent variables included were work life balance,
responsibility,
competency,
professionalism
and
motivation. The lecturer productivity is the dependent
variable. Results have shown weak relationship with all
independent variables. Motivation and professionalism
variables indicate very negative relationship. Increase in
work life balance, competency and responsibility were
correlated with the increase of level lecturers productivity.
Adversely, decrease in professionalism and motivation
were correlated with increases in level of lecturer
productivity. Conclusively, this indicates all tested
variables somewhat have the relationship with lecturer
productivity though it is a weak relationship. These results
support the hypotheses and objective of the study. The
objective is met in testing the relationship of the variables
on lecturers’ productivity.
Based on the multiple regression analysis, responsibility
and motivation contributes to the regression weight which
is statistically significant at p<0.05. Therefore only these
variables make meaning to the regression model.
This study was to find a significant relationship between
lecturer productivity and lecturer motivation. Thus, on the
basis of the results of this study, it can be seen that the
hypothesis shows a significant negative relationship
between lecturer productivity and lecturer motivation.
Moreover, according to a study conducted by Vogel,
Homberg and Gericke (2016), in order to raise the level of
lecturer productivity, it is necessary to increase the
motivation and desire of lecturers to make profit for the
universities, in which it operates. It's not a secret that
properly and sufficiently motivated lecturers are able to
complete the tasks assigned to them earlier and better, in
comparison with non-motivated lecturers. In addition,
according to research by Liu and Li (2017), one of the
types of motivation is material motivation, which directly
has effects on lecturer productivity at the workplace by
raising the personal mood and feeling in the reliability of
his person. Moreover, according to Ugaddan and Park,
(2017), the research shows that the main goal of motivation
is to improve lecturer productivity in the workplace.
Thus, the results of the study and the hypothesis
indicated that there is positive relationship between
lecturer productivity and work life balance. The reason was
that a large percentage of respondents (56.3%) are men; in
addition, the percentage of single respondents was 51.3%.
Thus, respondents who do not have a family do not believe
that there is a positive relationship between work-life
balance and lecturer productivity. In addition, given the
mentality of Kazakhstan, men do not have to take
responsibility for cooking at home, raising children,
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cleaning the house, etc. because this is part of women's
responsibilities. In addition, according to Ansari et al.
(2015), the researcher confirms that not all components of
the work life balance affect lecturer productivity, such as
flexible working hours. Nevertheless, in contrast to this
study, according to Bui, Liu and Footner (2016), the
researcher found a positive relationship between lecturer
productivity and balance and indicates that people with the
right balance between personal life and work perform task
better, thereby raising their productivity level.
Thus, the results of the study on the hypothesis indicates
that a positive relationship between lecturer productivity
and responsibility. Job role and responsibility tends to give
empowerment. As such, productivity of a lecturer increases.
Van De Voorde, Veld & Veldhoven (2016) have identified
an explicit relationship between empowerment and
productivity. Competency has been also able to create
more flexible and mobile labour force.
Based on the findings of the study, professionalism has
got a positive and significant relationship with lecturer
productivity. In literature, professional behaviour affects
job satisfaction (Celik & Hisar, 2012; Paoline & Lambert
2012) and thus influences job performance of a lecturer
(Chen, et al., 2012).
The results based on relationship between lecturer
productivity and competency supports the hypothesis.
Competency plays a vast role in supporting lecturers’
performance and on the whole and decades of studies
emphasised the importance of competency (Windsor,
Douglas & Harvey, 2012).
The scope of this research was limited to five variables.
Further, studies need to analyse and measure effect of other
variables on productivity. Since the R2 accounts for low
lecturer productivity variance, extended research needs to
be done to close the gap. On the other hand, productivity is
a very wide concept to study. A comparative analysis is
recommended within the private universities in Kazakhstan
ranging from higher star to lower star rating. Sample size in
this study was small, suggesting widening the sample range
in longer time period with different auxiliary variables.
The findings of this research have shown the
significance of work-life balance, responsible, competency,
professionalism and motivation. This raises question to
individual characteristics of some countries that have
different universities policies. A question on economy and
political factor may need to be examined in future. This
query arises as the variables tested indicate reverse result
than the literature.
This study can help academic researchers to realize the
consistency of the impact of the work-life balance,
responsible, competency, professionalism and motivation
with the theory and the results of past literature.
Additionally, the research can be applied for further
research and expand upon the findings of this research in
Kazakhstan. A research linked with moderating variables
e.g. job satisfaction, empowerment which has been also
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elaborated in past literature can be linked to lecturer
productivity. This certainly gives a wider opening to the
context of this research.
The empirical result shows that appropriate policy in
high performance work system implied in increasing the
level of lecturer productivity. Therefore, efforts should be
made to improve the lecturer assistance program and
benefits like flexible work hours and job design and to
create professionalism.
In addition, results also indicate negative relationship
between motivation and lecturer productivity which is
adversely reported from the literature. This could indicate
that lecturers aren’t on the motivated ground to test the
level of motivation. On the other theoretical concern
measurement of motivation may not be reliable for this
context. Professionalism which reported to have negative
relationship may depend on the universities structure that
works indifferently in Kazakhstan private universities.
Hence, universities human resource experts need to look
into policy making that enhanced the strategic human
resource management. There is indeed a need to have an
extensive study on these variables to confirm the results on
a longer and wider research mode.
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