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Abstract 

Higher Educational Institutions in Kenya in the 21st Century are operating in a highly volatile business 

environment, where intense competition, is on the increase. Some of the challenges top Public Universities face 

includes academic employee commitment, which may be due to poor working conditions, among other factors. 

The purpose of this study is to determine the Influence of Favourable Working Conditions on Academic 

Employee Commitment in Kenya Public Universities. The study was conducted using a survey research design 

approach. The target population comprises all the full-time and part-time academic staff of the selected top 

national Universities in Kenya, and 288 responses were received out of the 358 expected sample size. The 

stratified random sampling technique was employed to ensure all subgroups are adequately represented. The 

data collected used a questionnaire that has both close-ended (Likert-type scale 1-7) and open-ended quest ions. 

The questionnaire was administered only to academic staff (full-time and part-time). The data were analysed 

using the Statistical Package for Social Sciences (SPSS Version 21). The Forward Stepwise method, Cook’s 

Distance measurements for outliers, Bayesian Information Criterion (BIC), studentised residuals, and 

coefficient, importance, and significance predictor effect charts, and model building summary were used in the 

study. The results show that over 70.5% of the model was predicted by the Forward Stepwise regression 

method. Overall, above 64.3% of the respondents agree that academic employees in Public Universities in 

Kenya enjoy favourable working conditions. Also, academic freedom was the most important predictor, and the 

opportunity to advance on an annual salary scale was the least important predictor for favourable working 

conditions in Public Universities in Kenya. The optimal model solution occurred when the BIC was 31.513. The 

studentised residual indicates that about 68.0% of the predictive model fit of observations lie within one 

standard deviation from the mean. That means a high cluster of the observations agree that the working 

conditions of academic staff in Public Universities in Kenya are favourable. The Cook’s distance indicates that 

19 outliers exist in the sample, which comprises between one and over four times the Cook’s distance threshold 

of either 0.014 or 0.017, respectively. Although the Cook’s distance for outliers did not indicate data entry error, 

it reflects a broad spectrum of the respondents’ special characteristics deriving from a divergence of a 

University Professor with a Doctor of Philosophy (Ph.D.) degree, and over 20 years’ experience, and bachelor’s 

degree holder who is a Teaching Assistant at the rungs of the ladder. Furthermore, being sold out to the 

University, promotion based on academic employee contribution, and unfair workload were disincentives to 

academic employee commitment in Kenya’s Public Universities. It is recommended that the Universities human 

resource management organs strategically and systematically modulate work recognition, academic freedom, 

adherence to employment contracts, office infrastructure, jobholders decision making input, being sold out to 

the University, publication fees, fair workloads, marital stability, autonomy, employment type, promotion, high 

turnover, supervisors recognising work, being part of the family, and part-time to full-time work transition to 

achieve overall human capital development. 
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Introduction 

Globally, Higher Educational Institutions (HEIs) contribute to producing knowledge 
economies (Vieira-dos Santos & Gonclaves, 2018). Over the previous decade, there is a 
significant transformation in HEIs worldwide. This includes the creation of international 

networking, collaboration among Higher Institutions, high levels of exit of faculty and 
students, new and reformed management structures, accreditation, and diversification of 

courses. Others comprise the use of online technology in teaching and learning, which 
depend on the quality of human resources (Vieira-dos Santos & Gonclaves, 2018). Thus, 
these call for new management strategies to ensure academic employee commitment and 

enhanced performance.   
Although human resource researchers and organisational behaviour practitioners 

agree that employees constitute the intellectual capital, the labour force drives the economy. 
It is also the greatest asset in any productive endeavour (Asemota, 2004; Kivati, 2017; 
Bigirimana, Sibanda & Masengu, 2016; Ng’ethe, 2013; Ahmed, Nawaz, Ali & Islam, 2015). 

Hence, the human factor cannot be under-estimated in any productive and performance 
process. Thus, employees in any industry should be managed to enhance the achievement of 

set organisational goals (Kivati, 2017; Bigirimana et al. 2016; Ng’ethe, 2013, Robbins & 
Judge, 2013).  

Herzberg (1959) opines that workers are driven by inner values rather than extraneous 

values derived from their job. Motivation is internally generated and is propelled by variables 
that are intrinsic to the work. The satisfiers are growth, challenging work, responsibility, 

achievement, progression, and acknowledgement. The hygiene factors are extraneous factors 
present in the workplace to make employees delighted. However, the dissatisfiers are 
incentives, work-fellow relationships, management styles, company plan of action, and work 

environment (Ng’ethe, 2013). Herzberg’s Two-Factor theory agrees with the Supervisor’s 
support variable that it can also be applied to the organisational reward variable in the 
organisation. This is plausible because the theory succinctly clarifies the role supervisor’s 

management style could play in order to either positively or negatively influence employees’ 
commitment. Furthermore, the theory also utilises financial and non-monetary reward 

systems to add to what could impact employees’ attitudes and commitment in the workplace.  
Furthermore, the ways organisations demonstrate their commitment to their workers, 

include providing conducive working conditions and infrastructure, fairness, the opportunity 

for advancement, supervisors’ support, and co-workers’ support (Ahmed & Nawaz, 2015). 
Robbins and Judge (2013) indicate that employees perceive their organisations as supportive 

when rewards are fair, involved in decision making, and gain supervisors support. Dinc 
(2015) suggests that workers’ realisation of their organisation’s responsibility to them as 
perceived organisational support (POS). This leads to better employee behaviour. Employees, 

generally, perform their duties under certain work conditions, either in the service industry or 
manufacturing organisations. The Tertiary education work environment is a micro-



 Journal of African Interdisciplinary Studies (JAIS): ISSN 2523-6725 (online)  

                                                               November 2022 Vol. 6, No. 11  
Citation: Asemota , O. O, Were, S & Nyang’au, S. P. (2022). Influence of Working Conditions on Academic 

Employee Commitment in Kenya Public Universities. Journal of African Interdisciplinary Studies, 6(11), 77 -  

95. 
 

79   
Copyright © 2022 Centre for Democracy, Research and Development (CEDRED), Nairobi, Kenya. 

http://cedred.org/jais/index.php/issues  

organisational system that is part of a larger society. It consists of myriads interpersonal, 

academic, socio-economic, political, and employment relationships (Oludeyi, 2015).  
The diverse nature of the different personnel in the academic workplace accounts for 

the differences in their actions, reactions, and interactions. Thus, the University environment 
results in levels of commitment within any period of time. Hence, poor commitment is a sign 
of institutional failure. To achieve success, employees’ commitment and satisfaction in 

academic and research institutions at different levels, need enhancement. For ease of 
reference, there is a scarcity of empirical research on employee commitment in the University 

work environment (Oludeyi, 2015). This study investigated, among other objectives, the 
influence of working conditions on academic employee commitment. Working conditions 
according to the International Labour Organisation (ILO) have a great effect on employees in 

the educational sector (Bigirimana et al. 2016). Working conditions in the context of this 
study include the physical and psychological wellbeing of personnel that is not restricted to 

remuneration. They include the availability of office space, availability of equipment for 
teaching and learning (overhead projector, class venue to accommodate the number of 
allocated students), employment contract, availability of tools for research, and workplace 

safety. Others comprise the provision of support services (favourable or unfavourable 
conditions of work), methods of recruitment, placement and career advancement. Working 

conditions refer to work environments that enhance the efficient performance of job tasks by 
employees (Asemota, 2003; 2004; 2005).   

Bigirimana et al. 2016 used the impact of working conditions on academic staff to 

determine poor working conditions, employees exiting their organisations in droves, and 
reduced levels of commitment. The working conditions studied, include perceived 

organisational support, academic freedom, opportunity and support for research activities, 
workload, and the psychological contract. Additionally, working conditions depend on the 
interaction of employees with their organisational climate. Oludeyi (2015) explains work as a 

construct of the relationships between individual employees at work and their work 
environment. These include settings, situations, and circumstances where persons perform 

their job tasks. It also comprises the physical setting, job characteristics, and aspects of the 
organisational setting. It can compose the technical, human, and organisational environment. 
Work environments can directly impact levels of innovation, absenteeism, and retention rate, 

which are functions of employees’ commitment (Asemota, 2003; 2004; 2005).  
Arguably, the manipulation of the following factors could result in toxic or conducive 

workplaces: opaque management (unclear visions, missions, and goals); bosses (different 

kinds of bosses); company policies; working conditions (noise, heat, unsafe work conditions, 
insufficient resources, obsolete technologies); interpersonal relationships (unhealthy 

politicking, mistrust, uncooperative workforce), and pay (below the market rate), (Oludeyi, 
2015). 

Employee commitment as a construct, from the organisational behaviour literature, is 

defined as a high-level subconscious (psychological) and social bond to someone or 
something in a social activity. It consists of presumptions of personal benefits, elements of 

personal character, and investments of devotion and dedication to the workplace (Liou, 
2008). Organisational commitment (OC) has several theoretical definitions. According to 
Liou (2008), OC mirrors a person’s persistence in making the sacrifice to the success of the 

organisation. Its preoccupation with the organisation is the person’s devotion of time to 
organisational activities.  It entails a belief in and acceptance of the goals and values of the 
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organisation. It is the willingness to exert effort on behalf of the organisation and a strong 

desire to maintain membership in the organisation.  
Oludeyi (2015) asserts that job commitment is more of a psychological concept than 

environmental factors of the workplace. It comprises the employees’ relationship with the 
organisation that has implications for continuing or not continuing working for the 
organisation. Job commitment includes attitudes towards the organisation that attaches the 

individual employee to the organisation. It is a process that makes the goals of the individual 
employee increasingly integrated with that of the organisation. Job commitment has three 

components: employees’ readiness to exert efforts on behalf of the organisation, workers’ 
acceptance of organisational goals and values and workers desires to stay with the 
organisation. Other researchers have categorised commitment as organisational membership, 

the current position of the individual employee, the predictive potential of employees, and the 
differential relevance of motivational factors (Oludeyi, 2015).   

Lee and Chen (2013) define organisational commitment as the strength of an 
individual’s recognition, allegiance, and psychosocial attachment with the organisation’s 
values. Susanty and Miradipta (2013) suggest it measures employees’ dedication, readiness to 

work hard, and willingness to remain with the employer. Job commitment cannot be fully 
defined without reference to the work of Meyer and Allen, as cited by Oludeyi (2015) and it 

is defined as the drive that connects an individual to a course of action relevant to one or 
more targets on the job. Workers are believed to demonstrate this commitment in three basic 
ways that play a role in shaping behaviour: affective, continuance, and normative. 

Organisational commitment has been the topic of organisational researches for over 30 years 
(Fisher, Boyle & Fulop, 2010).  

Jeet and Sayeeduzzafar (2014) see commitment in three different levels, as (a) an 
attachment between an employee and the organisation (affective commitment); (b) perceived 
costs associated with exiting the organisation (continuance commitment); and (c) a duty to 

remain a member of the organisation (normative commitment). These themes culminate in 
behavioural and attitudinal components of commitment, regardless of whether it is individual 

or organisational commitment. Jeet and Sayeeduzzafar (2014) explain the three-component 
model of commitment in terms of organisational commitment experienced simultaneously as 
three mindsets of affective, normative, and continuance organisational commitment. 

Managing the workforce in any type of industry or organisation, especially in the 
academic environment is continuously becoming a challenge to human resource 
professionals, administrators, and people managers due to changes in the global economy 

(Kivati, 2017; Robbins & Judge, 2013). These changes affect the administration and 
management of HEIs and their workforce, particularly, academics. It has also been argued by 

Toulson and Castaneda (2013) that Human resource practices have a great role to play in 
ensuring that knowledge workers are chosen and trained in order to win their commitment. 
Whenever attitudes and commitment of employees in higher learning institutions are not well 

understood and managed, these might lead to negative ripple effects and repercussions on the 
economy. To gain the commitment and dedication to work, on the part of these academic 

employees that impact the right knowledge and skills to their students (customers), this study 
investigated the Influence of Favourable Working Conditions on Academic Employee 
Commitment in Kenya Public Universities. 

The findings of this study will particularly benefit researchers in human resources 
management, psychology, and organisational behaviour. It will significantly contribute to the 

existing body of knowledge in the field of working conditions and academic employee 
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commitment in Higher Learning Institutions. However, this paper is organised into 

Introduction, Methodology, Results and Discussion, and Conclusion.  
 

Statement of the Problem 

The ways organisations demonstrate their commitment to their workers, include providing 
conducive working conditions and infrastructure, fairness, opportunity for advancement, 

supervisors’ support, and co-workers’ support (Ahmed & Nawaz, 2015). Robbins and Judge 
(2013) indicate employees perceive their organisations as supportive when rewards are fair, 

involved in decision making, and gain supervisors support. Dinc (2015) suggests that 
workers’ realisation of their organisation’s responsibility to them as perceived organisat ional 
support, which leads to better employee behaviour. Employees, generally perform their duties 

under certain work conditions, either in the service industry or manufacturing organisations. 
The tertiary education work environment is a micro-organisational system that is part of a 

larger society. It consists of myriads interpersonal, academic, socio-economic, political, and 
employment relationships (Oludeyi, 2015).  

The diverse nature of the different personnel in the academic workplace, accounts for 

the differences in their actions, reactions, and interactions. Thus, the University environment 
results in levels of commitment within any periods of time. Hence, poor commitment is a 

sign of institutional failure. To achieve success, employees commitment and satisfaction in 
academic and research institutions at different levels, need enhancement. For ease of 
reference, there is scarcity of empirical research on employee commitment in the University 

work environment (Oludeyi, 2015). Working conditions according to the International 
Labour Organisation (ILO) have great effect on employees in the educational organisation 

(Bigirimana et al. 2016). Working conditions in the context of this study include the physical 
and psychological wellbeing of personnel that is not restricted to remuneration. They include 
availability of office space, availability of equipment for teaching and learning (overhead 

projector, class venue to accommodate the number of allocated students), employment 
contract, availability of tools for research, and workplace safety. Others comprise provision 

of support services (favourable or unfavourable conditions of work), methods of recruitment, 
placement and career advancement. Working conditions refer to work environments that 
enhance efficient performance of job tasks by employees.  

Bigirimana et al. (2016) used the impact of working conditions on academic staff to 
determine poor working conditions, employees exiting their organisations in droves, and 
reduced levels of commitment. The working conditions studied, include perceived 

organisational support, academic freedom, opportunity and support for research activities, 
work load, and psychological contract. Additionally, working conditions depend on the 

interaction of employees with their organisation climate.  In that regard, therefore, this study 
investigated the influence of favourable working conditions on academic employee 
commitment in Public Universities in Kenya. 

 

Review of Related Literature  

Herzberg (1959) indicates that workers are driven by inner values rather than extraneous 
values derived from their job. Motivation is internally generated and is propelled by variables 
that are intrinsic to the work. Satisfiers are growth, challenging work, responsibility, 

achievement, progression, and acknowledgement. Hygiene factors are extraneous factors 
present in the workplace to make employees delighted. However, dissatisfiers are incentives, 

work-fellow relationships, management styles, company plans of action, and work 
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environment (Ng’ethe, 2013). Herzberg’s Two-Factor theory agrees with the Supervisor’s 

support variable and can also be employed to organisational reward variable in the 
organisation. This is plausible because the theory succinctly clarifies the role supervisor’s 

management style could play either to influence positively or negatively on employees’ 
commitment. Furthermore, the theory also utilises financial and non-monetary reward 
systems to add to what could impact employees’ attitudes in the workplace.  

Oludeyi (2015) explains work as a construct of the relationship between individual 
employees at work and their work environment. These include settings, situations, and 

circumstances where persons perform their job tasks. It also comprises the physical setting, 
job characteristics, and aspects of organisational setting. It can compose the technical, human, 
and organisational environments. Work environments can directly impact levels of 

innovation, absenteeism, and retention rate, which are functions of employees’ commitment. 
Consequently, the manipulation of the following factors could result in toxic or conducive 

workplaces like opaque management (unclear visions, missions, and goals); bosses (different 
kinds of bosses); company policies; working conditions (noise, heat, unsafe work conditions, 
insufficient resources, obsolete technologies); interpersonal relationships (unhealthy 

politicking, mistrust, uncooperative workforce), and pay below the market rate (Oludeyi, 
2015).  

Organisational commitment (OC) has several theoretical definitions. Liou (2008) 
indicates OC mirrors a person’s persistence in making sacrifices to the success of the 
organisation. It reflects the person’s devotion of time to organisational activities, beliefs, 

goals, and values. Oludeyi (2015) asserts that job commitment is more of a psychological 
concept than environmental factors of the workplace. It comprises the employees’ 

relationship with the organisation that has implications for continuing or not to continue 
working for the organisation. Job commitment includes organisational attachment and the 
individual employee goals increasingly integrated with that of the organisation. Other 

researchers have categorised commitment as: organisational membership, current position of 
the individual employee, the predictive potential of employees, and the differential relevance 

of motivational factors (Oludeyi, 2015).   
Lee and Chen (2013) define organisational commitment as the strength of an 

individual’s recognition, allegiance, and psychosocial attachment with the organisat ion 

values. Susanty and Miradipta (2013) suggest it measures employees’ dedication, readiness to 
work hard, and willingness to remain with the employer. Job commitment is the drive that 
connects an individual to a course of action relevant to one or more targets on the job. 

Workers are believed to demonstrate this commitment in three basic ways that play a role in 
shaping behaviour: affective, continuance, and normative commitment.  

Jeet and Sayeeduzzafar (2014) see commitment in three different levels, as: (a) an 
attachment between an employee and the organisation (affective commitment); (b) perceived 
costs associated with exiting the organisation (continuance commitment); and (c) a duty to 

remain a member of the organisation (normative commitment). These themes culminate in 
behavioural and attitudinal components of commitment, regardless of whether it is individual 

or organisational commitment. Jeet and Sayeeduzzafar (2014) explain the three-component 
model of commitment in terms of organisational commitment experienced simultaneously as 
three mind-sets of affective, normative, and continuance organisational commitment. 

Coskuner et al. (2018) connected mobbing and organisational identification for 
academic and non-academic employees in an HEI. They positively correlated organisational 

identification with affective commitment and when employer’s environment is toxic, 
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negative behaviour permeates the organisation, and impacts academic employees’ 

commitment.  
Zabrodska, Mudrak, Kveton, Blatny, Machovcova, and Solcova (2014) studied work 

environment on well-being of Academic Faculty in a Czech University. They indicate 
autonomy, participation in decision making, strong community outreach, and low pressure for 
results positively influenced employees’ well-being and commitment. Also, negative 

emotions like stress and burn out were linked to negative work environments.     
Giorgi et al. (2016) indicate that staff, were performing their work under un-

conducive work conditions like poor work-life balance, and stressful environments. 
Therefore, quality organisational support shows higher performance, proactive behaviours, 
and commitment. Wainaina (2015), also indicates that organisational commitment is 

significant to both researchers and organisations because of the necessity to obtain and retain 
quality and talented workforce. The study reveals that employees in the University work 

environment are either employed as full-time, or part-time, on permanent, or non-permanent 
basis (contractual basis). The study found that there was a strong positive linear relationship 
between employment terms and organisational employee commitment. 

 

Methodology 

A 7-point Likert scale survey data collection questionnaire was designed and validated by a 
panel of expert judges and also by the Research Ethics Committee approval to conduct 
research on the Influence of Perceived Organisational Support on Academic Employee 

Commitment in Selected Top Public Universities in Kenya. Out of the 358 sample sizes 
expected of the administered questionnaires, only 288 (80.4%) responses were received, 

which were subjected to the Automatic Modeller algorithms of the Statistical Package for 
Social Sciences (SPSS Version 21). 

The Forward Stepwise regression selection model was used to obtain the Residuals, 

Studentised Residuals, and Predictors Importance. Also, Cook’s Distance metrics for outliers 
and the Effects and Coefficients of the fan-shaped variable importance charts were also used 

to model the influence of favourable working conditions on academic employees’ 
commitment to Public Universities in Kenya.    

The Cook’s Distance (D) estimates the influence of a data point when performing a 

least-squares regression analysis (Figure 6). It is calculated for each observation and used to 
describe that observation’s degree of influence upon the model. Observations with large D 
values have a greater influence on the model. If Cook’s distance is higher than 1, it is 

influential. Others suggest a threshold of 4/N or 4/(N – k – 1), where N is the number of 
observations and k is the number of explanatory variables. Also, 4/(N – k -1) should yield a 

threshold of about 0.1 (Ding & Page, 2021).  
The Cook’s distance of the ith observation in a regression model is: 

Di = (ri
2/2)*(hii/(1-hii))   

(1) 
Where Di is the ith observation of the Cook’s distance, ri

2 is the standardised squared value of 

the ith residual, and hii is the ith leverage observation value. Therefore, Cook’s Distance value 
is the product of two components: the degree an observation’s predicted value differs from 
the observed actual value, and the degree the observation itself differs from the other 

observations in the model (Ding & Page, 2021). As a result, any data point having a Cook’s 
distance greater than 4/n (4/288 = 0.0139) or 4/(N – k – 1), (4/(288 – 55 – 1) = 0.0172) is 

flagged as an “observation of interest” and should be scrutinised more closely. Although the 
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threshold is not a rigorous standard, Cook’s distance is not a statistical test nor comes with 

any precise cut-off standards. When analysing Cook’s distance values for any particular 
model, it is better to examine the entire set of D values to build a baseline for what is 

“normal” for that model. That baseline can be the benchmark to flag influential observations 
for deeper analyses. Also, large Cook’s distance is either a data entry error or other problem 
with the dataset. This data can be removed from the model, but we cannot always suspect 

data points’ errors by looking at their influence (Ding & Page, 2021). Also, Cook’s distance 
is a summary of the influence of a single observation based on the total changes in all other 

residuals when the observation is deleted from the estimation process. Large values greater 
than 1 suggest substantial influence by the observation in affecting the estimated regression 
coefficient (Nachid, 2020). 

An outlier in strict terms is an observation that has a substantial difference between its 
actual and predicted values of the dependent variable (a large residual) or between its 

independent variable values and those of other observations. The objective of denoting 
outliers is to identify observations that are inappropriate representations of the population 
from which the sample is drawn so that they may be discounted or eliminated from the 

analysis as representative (Nachid, 2020). 
A residual measures the predictive fit of a single observation, calculated as the 

difference between the actual and the predicted values of the dependent variable. Residuals in 
Figure 3 are assumed to have a mean of zero and a constant variance. They determine the 
underlying assumptions of regressions, serve as a diagnostic tool for identifying outliers, and 

also influential observations (Nachid, 2020). Furthermore, the standardised residual rescales 
the residual to a common basis by dividing each residual by the standard deviations of the 

residuals. Thus, standardised residuals have a mean of 0 and a standard deviation of 1. Each 
standardised residual value is a standard error in the middle to large sample sizes. Therefore, 
it identifies outliers as those values above 1 or 2 for confidence levels of 0.10 and 0.05, 

respectively (Nachid, 2020). 
The studentised residual in Figure 4 is the most commonly used standardised residual. It 

differs from other standardisation methods in calculating the standard deviation used.  
The effect of a single outlier is minimised because the standard deviation of the 

residuals standardises the ith residual computed from the regression estimates that omit the ith 

observation. This process is repeated for each observation, every time by omitting that 
observation from the calculations. This method is similar to the deleted residual because the 
observation is deleted from the computation of the standard deviation (Nachid, 2020).                                                                 

The variable importance charts (Figures 7 and 8) focus modelling efforts on the variables that 
matter most and drop or ignore the least important. These charts indicate the relative 

importance of each variable in estimating the model. Because the values are relative, the sum 
total of all the values of the variables on display equals unity. Variable importance does not 
indicate accuracy but relates to the importance each variable makes to the prediction (IBM, 

n.d.). 
The Normalised Bayesian Information Criterion (BIC) determines the parameterised 

model forecast data considering the number of model parameters. It is used to select the 
overall optimised fit models based on mean square error, parameter number minimisation, 
and length of the sequence (Asemota & Asemota, 2020). The Akaike Information Criterion 

(AIC) is a statistical measure of the comparative evaluation among time series models. It is 
not a hypothesis test and cannot ensure the quality of a model in relation to other models 

(Yamashita, Yamashita, & Kamimura, 2007). AIC is an estimation of the information lost 
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when a specific model is used to represent the process that generated that data. A model 

balances between the goodness of fit and the complexity. Also, the model with the minimum 
AIC value assures a good balance of goodness of fit and complexity (Profillidis & Botzoris, 

2019). Thus, 
AIC = -2logL + 2.d   
(2)       

where L is the maximised value of the likelihood function of the estimated model,  is the 

total number of observations or parameters used in the model (regression coefficients + 
intercept), (Datacadamia, n.d.). In addition, the only difference between the AIC and the BIC 

is the choice of log n versus 2. Generally, if n is greater than 7 then log n is greater than 2. If 
there are more than seven parameters or observations in the data, BIC imposes more penalties 

on a large model. Therefore, BIC will choose smaller models or select models that have 
fewer variables than AIC (Datacadamia, n.d.). 

The Effect size indicates the magnitude of the effect. 

Effect Size = (Mean of Experimental Group – Mean of Control Group)/Standard Deviation   
(3)   

The Cohen’s Heuristic test indicates that the standardised mean difference in effect sizes 
include small = 0.2, medium = 0.5, and large = 0.80 (Datacadamia, n.d.). 
 

 

Table 1: Working Conditions are Favourable to Staff 

 Frequency Percent Valid 

Percent 

Cumulative 

Percent 

Valid 

Strongly disagree 26 9.0 9.2 9.2 
Disagree 20 6.9 7.0 16.2 

Disagree Somewhat 30 10.4 10.6 26.8 
Undecided 23 8.0 8.1 34.9 
Agree Somewhat 53 18.4 18.7 53.5 

Agree 84 29.2 29.6 83.1 
Strongly Agree 48 16.7 16.9 100.0 

Total 284 98.6 100.0  
Missing 11.00 4 1.4   

Total 288 100.0   
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Table 2: Variables Importance Chart 

 Effects Coefficients 

Transformed Variables Significan
t 

Importanc
e 

Coefficient
s 

Significanc
e 

Importanc
e 

Intercept       0.182 0.603  
Q12ACFRE_transformed     0.000 0.170     0.303 0.000 0.170 

Q16WOKRE_transformd     0.000 0.146     0.303 0.000 0.146 
Q13CONIM_transforme

d 

    0.000 0.112     0.217 0.000 0.112 

Q11OINFRA_transformd     0.000 0.100     0.195 0.000 0.100 
Q50OGMAN_transform

d 

    0.000 0.086    -0.135 0.000 0.086 

Q18PROMO_transformd     0.000 0.067    -0.163 0.000 0.067 

Q23DJWPJ_transformed     0.000 0.063     0.119 0.000 0.063 
Q24WKLDF_transforme
d 

    0.003 0.045    -0.136 0.003 0.045 

Q8EMTYPE_transforme
d 

    0.004 0.041     0.477 0.004 0.041 

Q17ADVAS_transforme
d 

    0.005 0.039     0.142 0.005 0.039 

 
Figure 1 Model Summary for favourable working conditions for academic employees 

  
Figure 2 Residuals of favourable academic employees working conditions 
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Figure 3 Predicted frequency count map for favourable working conditions for academic 

employees 

 
Figure 4 Cumulative Studentised Residuals of favourable academic employee working 

conditions 
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Figure 5 Predictors importance of favourable academic employee working conditions  

 
Figure 6 Cook’s Distance measure of highly influential metrics of favourable academic 

employees working conditions 
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Figure 7 Parameter effects diagram of favourable academic employees working conditions 

 
Figure 8 Parameter Coefficients diagram of favourable academic employees working 

conditions 

 
Figure 9 Forward Stepwise model building summary of favourable academic employees 

working conditions  
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Results and Discussion 

Table 1 indicates that 26.3% of the respondents disagree that the working conditions of 
academic employees in Public Universities in Kenya are favourable, 8.0% are undecided, 

64.3% agree, and 1.4% did not give an opinion on working conditions. Overall, 64.3% of the 
respondents agree that their working conditions were favourable. Table 2 comprises the effect 
sizes, significance, coefficients, and relative importance of metrics that characterise 

favourable workings conditions of academic employees in Selected Public Universities in 
Kenya.  

The most important parameter was academic freedom while the least important 
parameter was the opportunity to advance on an annual salary scale. The other indices 
include the University recognising their good work, employment contracts adhered to, 

provision of state-of-the-art office infrastructure, being sold out to the University system, the 
promotion that is based on academic employees contribution, decisions on jobs made without 

consulting jobholders, the fair process of allocating workloads, and employment type, 
whether permanent or non-permanent work contracts.  

Figure 1 indicates that the Forward Stepwise regression algorithm modelled 

favourable working conditions of academic employees in the study. The best (or optimal) 
solution occurred when the BIC was 31.513 at the 19th step. Since there were 55 parameters 

on the questionnaire, the BIC would select a smaller sample compared to the AIC. This is so 
because of the penalty function invoked by the BIC (Datacadamia, n.d.). Also, the cut-off 
was a 70.5% model efficiency yield rate. It shows that this was an excellent model because 

over 70.5% of the model was extracted which is above the 70.0% threshold for excellent 
models development (Asemota & Asemota, 2020, Foster, 1998).  

Figure 2 indicates the residuals or leftover effects of the studentised histogram 
residuals. The mean was essentially zero and the observations clustered about 1.0 standard 
deviation from the mean. Further, the normal distribution indicates that the majority of the 

284 observations lie within 68.0% of the mean. This metric also measures the predictive fit of 
any single observation and computes the difference between the actual and predicted values 

of the dependent variable. Residuals also determine the underlying assumptions of regression 
analyses, identify outliers, and other influential observations (Nachid, 2020).  

Figure 3 indicates the predicted frequency count map for each of the Likert -scale 

metrics of the 284 observations. The clusters of the observations tended towards the 
agreement that the working conditions of the academic employees of Public Universities in 
Kenya are favourable. Bigirimana, Sibanda, and Masengu (2016) conducted a study on the 

impact of working conditions on academic staff and deduced that when working conditions 
are poor, employees easily leave their organisations. They considered perceived 

organisational support, academic freedom, opportunity and support for research activities, 
workload, and the psychological contract. Also, the physical and psychological well-being of 
personnel was not restricted to remuneration.  

Thus, working conditions included availability of office space, availability of 
equipment for teaching and learning (overhead projector, class venue to accommodate the 

number of allocated students), employment contract, availability of tools for research, 
workplace safety, and provision of support services. Others comprise favourable or 
unfavourable conditions of work, methods of recruitment and placement, and career 

advancement. Also, working conditions could be work environments that enhance the 
efficient performance of job tasks by the employees (Bigirimana et al. 2016).                    
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Coskuner, Costur, Bayhan-Karapinar, Meti-Camgoz, Ceylan, Demirtas-Zorbaz, et al. 

(2018) moderated the influence of perceived organisational support to connect mobbing and 
organisational identification in an HEI. They posit perceived organisational support 

positively correlates organisational identification (affective commitment). Also, when an 
employer’s environment is toxic, negative behaviour permeates the organisation, and impacts 
staff commitment. Zabrodska, Mudrak, Kveton, Blatny, Machovcova, and Solcova (2014) 

studied the work environment and its impact on the well-being of Academic Faculty in the 
Czech University using University governance. The work environment indicators were 

autonomy, involvement in decision making, low pressure to produce, and strong social 
community positively influenced employees’ well-being and commitment. Also, negative 
emotions like stress and burnout were linked to the negative work environment.  

Furthermore, Giorgi, Dubin, & Perez (2016) in Italy, reports that employees who 
perceive that their organisation is supportive show higher performance, proactive behaviours, 

and commitment. Consequently, perceived organisation support has a strong connection with 
job satisfaction, organisational commitment, and only a moderate influence on employee 
performance. Wainaina (2015) also opines that organisational commitment is significant to 

both researchers and organisations because it obtains and retains quality and talented 
workforce. In addition, employees in the University work environment are either employed 

full-time, or part-time, or permanent, or non-permanent bases (contractual basis). The study 
found a strong positive linear relationship between employment terms and organisational 
commitment. 

Figure 4 consists of a P-P plot of the studentised residuals. It shows that the residuals 
of the distribution are close to the normal distribution. It is mostly applied in standardised 

residuals because the effect of a single outlier is minimised since the standard deviation of the 
residuals standardises the ith residual computed from the regression estimates that omit the ith 
observation. The process is repeated every time it occurs. It is similar to the deleted residual 

and the observation is deleted from the calculation of the standard deviation (Nachid, 2020).        
Figure 5 indicates the predictor importance of the favourable working conditions of 

academic employees in Public Universities in Kenya. The proportion or lengths of the 
horizontal bars are equivalent to the values depicted in Table 2. This is so because the 
physical measurements indicate that academic freedom scores 0.17, 0.14 University 

recognises my good work, 0.11 employment contracts adhered to, 0.10 state-of-the-art office 
equipment or infrastructure, down to 0.04 for academic employees given opportunities to 
advance on an annual scale.  

Figure 6 depicts the outlier observations predicted by the Cook’s distance. No 
observation indicates data entry errors. Twelve out of the nineteen outliers disagree that 

academic employees enjoy favourable working conditions in Kenya Public Universities. Six 
observations agree that academic employees enjoy favourable working conditions while only 
one was undecided. Using the 0.017 Cook’s distance threshold as average, all the 

observations show some elements of outlier property. Therefore, response 247 was about 
three and a half times the average Cook’s distance (0.017) and the least metric was equivalent 

to an average Cook’s distance for observation 245. If the lower Cook’s distance threshold 
(0.014) were used, observation 247 indicates over four times the average Cook’s distance of 
the outlier. Therefore, the least outlier of observation 245 was essentially the same or 1.14 

times the (0.014) average Cook’s distance (0.016).   
Cook’s distance estimates the influence of data points when performing a least -

squares regression (Nachid, 2020). It is the degree to which the observation itself differs from 
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the other observations in the model. It could alert us about data entry errors or make us aware 

of unusual values in the data. It is also helpful to examine the entire set of Cook’s d istance 
values to build a baseline that can serve as a benchmark to flag influential observations for 

deeper scrutiny and analysis (Ding & Page, 2021). More data, refitting the model, performing 
a variable transformation on the model inputs and/or outputs, adjusting the range of model 
input values, with and without the high influence point(s), or exploring a form of robust 

regression could be alternative ways of handling influential data points (Nachid, 2020; Ding 
& Page, 2021). 

Figure 7 indicates the Effect metrics of parameters in which the most important was 
academic freedom (0.170 effects and 0.000 significance) while the least important was the 
opportunity to advance on an annual salary scale (0.039 effects and 0.005 significance). The 

importance of the variables selected for favourable working conditions for academic 
employees in Kenya Public Universities ranged between 0.170 and 0.039. Overall, every 

parameter effect was highly significant.  
Figure 8 indicates coefficient indices that comprise coefficients, significance, and 

important metrics. There was also an intercept that depicts the null hypothesis. Its coefficient 

was 0.182 and 0.603 significance. Academic freedom had a 0.303 coefficient value, 0.170 
importance, and 0.000 significance. The least coefficient (-0.163) was highly significant 

(0.000) at 0.067 importance parameter. However, the least important metric was also the 
opportunity to advance on an annual salary scale (0.142 coefficient, 0.005 significance, and 
0.039 importance).  Also, being sold out to the University, promotion based on merit, and 

employment type whether full-time or part-time inversely or negatively contributed to 
favourable working conditions of academic employees in Kenya Public Universities. The 

effect size indicates the magnitude of the effect and effect sizes of 0.2 is small, using the 
Cohen’s Heuristic standardised mean difference effect sizes (Profillidis & Botzoris, 2019).   

Figure 9 indicates that the model building summary consists of 19 variables and also 

used 19 steps to achieve the 31.513 BIC. The most important variable became the University 
recognises the good work of academic employees, closely followed by academic freedom. It 

means that both academic freedom and the University recognises the good work of academic 
employees were the best predictors of favourable work conditions of academic employees in 
Kenya Public Universities.  

Furthermore, either full-time or part-time work was the least important predictor of 
favourable working conditions of academic employees in Kenya Public Universities. AIC 
only indicates the model that fits a little bit better to the available data or observations than 

the others. It is also an estimation of the information lost when a specific model is used to 
represent that process that generated the data. A model balances between the goodness of fit 

and its complexity (Profillidis & Botzoris, 2019). Generally, if the sample size or 
observations is greater than 7, BIC will impose a penalty on a large model, and choose a 
smaller model, or select models that have fewer variables than AIC (Datacadamia, n.d.).       

 

Conclusion and Recommendations         

 Overall, 64.3% of the respondents agree that their working conditions were favourable. The 
most important parameter was academic freedom while the least important parameter was the 
opportunity to advance on an annual salary scale, as predictors of favourable working 

conditions of academic employees in Kenya Public Universities. The best (or optimal) 
solution occurred when the BIC was 31.513 at the 19th step. Also, the model efficiency yield 

rate shows that this was an excellent model because over 70.5% of the model was extracted 
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which is above the 70.0% threshold for excellent models development. Further, the normal 

distribution indicates that the majority of the 284 observations lie within 68.0% of the mean 
to measure the predictive fit of any single observation, and computes the difference between 

the actual and predicted values of the dependent variable. Also, the clusters of the 
observations tended towards the agreement that the working conditions of the academic 
employees of Public Universities in Kenya are favourable. The Cook’s distance indicates that 

there were no data entry errors or outlier observations in the study data. The effect sizes and 
importance of the variables selected for the favourable working conditions of academic 

employees in Kenya Public Universities ranged between 0.170 and 0.039. Overall, every 
parameter effect was highly significant. Also, the effect sizes indicate that the magnitude of 
the effect and effect sizes of 0.2 is small, using Cohen’s Heuristic standardised mean 

difference effect sizes.  
However, the model building summary consists of 19 variables and also used 19 steps 

to achieve the 31.513 BIC. The most important predictor became the University recognises 
the good work of academic employees, closely followed by academic freedom. It means that 
both academic freedom and the University recognises the good work of academic employees 

were the best predictors of favourable work conditions of academic employees in Kenya 
Public Universities. Furthermore, either full-time or part-time work was the least important 

predictor of favourable working conditions of academic employees in Kenya Public 
Universities. 

The study recommends that the Universities human resource management organs 

strategically and systematically modulate academic work recognition, academic freedom, and 
adherence to employment contracts, office infrastructure, and jobholders’ decision-making 

input. Also, being sold out to the University, publication fees, fair workloads, marital 
stability, autonomy, employment type, promotion, high turnover, supervisors recognising 
academic work, being part of the family, and part-time to full-time work transition to achieve 

overall human capital development and favourable working conditions of academic 
employees in Kenya Public Universities. 
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