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ABSTRACT

The purpose of the paper examines the problem of work-life balance, well-being, and intrinsic motivation
of employees during economic turbulence.

Methodology. Adopting a quantitative approach, this investigation analyses the data obtained from employees
of governmental and private local companies. This study reviewed Hasan et al. research on managing human
resources, well-being, job satisfaction, and work-life balance.

Originality / value of the research. The vast majority of studies in HRM are around employee effectiveness.
However, especially in economic instability alternative strategies such as well-being, work-life balance, and
intrinsic motivation have to be investigated. Also, the Self-determination theory was chosen because it helps
to understand the phenomenon by clarifying the research problem related to intrinsic motivation, social
satisfaction, and psychological well-being in depth.

Findings. One of the findings indicates that there was no association between demographic variables and
work-life balance satisfaction. The outcome of the analysis implies that obtained data is normally distributed.
Nevertheless, there is lower response rate (33) could be deemed insufficient to ensure the data’s neutral
skewness. Since the overwhelming number of respondents are female, the findings of the study may be
unrepresentative of the entire population. As a result, research will be carried out by gathering data.

Keywords: HRM, economic turbulence, employee wellbeing, Work-Life Balance, intrinsic motivation.

INTRODUCTION

Human resource management (HRM) in the conditions of economic turbulence is a very essential issue
today. The COVID-19 pandemic and related regulations aimed at preventing the spread of the virus have
affected all organizations, regardless of size and type, as well as employees and managers. As a result, lack
of demand, termination of contracts, orders, postponement, or cancellation of business trips led to a decrease
in the company's revenues. However, in some cases, the demand for equipment, food delivery service, and
online stores increased after the lockdown. The crisis has led to a change in working hours, workplaces, and
the well-being of employees in general. In connection with the global pandemic and economic turbulence,
this topic on employee well-being became relevant among researchers. In order to be competitive, differ from
rivals, and survive, organizational workforces have to adapt to abruptly changing conditions and alter their
workplace practices [1]. Thus, the support of HR managers has played an important role in helping staff adapt
to new norms and contribute to the transition process. Wellbeing is a state that enables employees to prosper
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and succeed [2-3]. Thus, the main reason behind the conduct of the study is to investigate the relation between
intrinsic motivation, satisfaction with work-family balance, and well-being; to understand the issue during the
pandemic from another perspective.

Statement of the research problem: The majority of the models in HRM are mostly considered ways to
enhance the employees’ effectiveness in the workplace. However, issues of employees such as their wellbeing
is continuing to be in second place [4]. Hence, dissimilar approaches are necessary to find an alternative way
to reach high revenue by covering employees' well-being.

The following research questions should be answered in the scope of the future investigation:

1. How work-life balance should be constructed in organizations to reach a positive impact on employee
well-being?

2. How is the economic crisis influencing employee well-being?

3. How does intrinsic motivation influence well-being?

Theoretical and methodological foundations of scientific work:

Review of the study by Hasan et al. on personnel management, well-being, job satisfaction, and work-life
balance [5].

This paper examines studies of the following authors: Gudmundsdottir [6], Ibrahim [7], Frone, Russell and
Cooper [8] and others.

According to Gudmundsdottir’s study financial difficulties impact on happiness, rather than
unemployment and decreased income [6]. Ibrahim et al. have found that work-family conflict negatively
impacts on employee wellbeing [7]. Previous investigation also identified negative consequences of work
and family stress on employee wellbeing [8]. The reason for this negative outcome was supposed that it
could be depended on the family earners. For example, increased number of dual-earners, dependent family
members and single-parent families [9]. In this investigation five of the survey participants answered, that
they are divorced. They answered that they were not felt relaxed, not satisfied with work-life balance and
most of the answers were negative or neutral, which proves previous research. Trougakos in his work
identified that the absence of psychological need fulfillment causes low quality of work performance,
decreases the role of employees at home, and has a negative influence on health [10]. Author emphasizes
that it is like a chain, when employee is not satisfied with family conditions, it will directly effect on work
performance.

Blasco-Belled have found that the main reasons for diminishing employee’s life satisfaction are
hopelessness, fear, and isolation from social interaction, which was considered as an outcome of the
pandemic [11]. Ralph carried out investigations among developers during the pandemic and an outcome
were: there is a strong relation between employee productivity and wellbeing; home and work ergonomics,
as well as COVID-19 related fear have a negative impact on employee wellbeing [12]. Author also have
concluded, that employees need individual support, as they are all different in nature. Evanoff have
found that decrease in family-support behaviors were related with clinical exposure to pandemic and
stated that COVID-19 negatively influenced on clinical and nonclinical employees wellbeing [13].
Bayliss examined employee wellbeing during recession in the UK and realized following: employee
subjective wellbeing did not significantly change, however psychological wellbeing showed outstanding
decline [14].

One of the investigations by Kowalski and Loretto considers well-being from a macro context and the
impact of changes in the economy [15]. Authors examined employee well-being in the modifying workplace
by reviewing five research papers in the special issue and considered well-being as a key, which leads to
the company outcomes. Following future conspicuous recommendations were given by authors: problems
around work modification, obscure work-life conditions should be researched. Thus, from recommendations
an assumption comes that the relation between WLB and well-being should be researched. Various theories
were used by authors to explain their phenomenon in depth. This paper utilized one of the most relevant Self-
Determination Theory (SDT). Nowadays the SDT is arousing interest from employers and practitioners' side,
combining the research subject on cross-cultural, vitality, power, mindfulness, relationship, well-being, and so
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on. Moreover, the theory can be applied in education, workplaces, organizations, the environment, health care,
even COVID-19, and in other practices.

The Self-determination theory will help to understand and explain the research problem because it
seeks to explain issues related to intrinsic motivation, wellness, purposes, social satisfaction, psychological
well-being, autonomy, competence, relatedness, and so on [16]. For example, by the self-determination
theory Trougakos [10] explained the influence of pandemic health anxiety on work, family, and health
outcomes.

The SDT also has limits to its estimation like other theories. In comparison with other theories, there are
insufficient contradicting investigations on three basic psychological needs. According to Van den Broeck et al.,
the SDT is deficiently confronted and aligned with other management theories [17]. They argued the need for
gratification and the need for derangement should be considered in the SDT. It is explained as above mentioned
three needs are not sufficient to be basic psychological needs and they also might be negative. According to
Deci and Ryan, the three basic needs are advantageous for all practical implementations [18]. Arenas et al. by
the self-determination theory illuminated that the absence of autonomy, competence, and relationship, which
are considered as a basic psychological necessity can lead to the poor psychological health and well-being
[19]. The present paper utilizes the SDT theory, because it appropriately determines and describes the issue
around this topic, taking into account the characteristics of organizations and individuals. This theory covers
and explains the chosen topic in order to explain the role of intrinsic motivation for employee wellbeing,
whether it has positive or negative association.

MAIN PART

In this research three directional hypothesis were built.

Hypothesis 1 (H1). Work-life balance is positively related to Wellbeing.

Hypothesis 2 (H2). Intrinsic motivation is positively associates to WB.

Hypothesis 3 (H3). WLB is positively related to intrinsic motivation.

The data were collected from employees of governmental and private local companies, who worked and still
are working remotely and on daily duty. Governmental employees were chosen as respondents, because when
there was a lockdown all governmental companies provided 80 % teleworking format of work. For example,
teachers, who had never used online format of work firstly had to learn how to use cutting edge technologies
before teaching distantly. That is why, there appears an assumption, that they could face a problem with
wellbeing. As before they were socially interacting with various students by teaching them face to face, still
they have to teach distantly. Another assumption about physical wellbeing is that governmental companies did
not pay their attention on teachers’ physical activities. Participants were 9,1 % females and 90,9 % males, and
they had a mean age of 41,9.

Data collection resulted in the total of 33 respondents. The primary data were obtained by the questionnaire,
which was adopted from the article of Hasan et al. [S]. The survey consisted of 4 sections: demographic
information, measuring satisfaction with work-life balance, measuring wellbeing and measuring intrinsic
motivation. The survey was collected in Russian using Google Forms and analyzed using IBM SPSS software
program version 23. SPSS was considered as a most appropriate Statistical Program, which helps to perform
statistical analysis and data management. Confidentiality of data gathered have been warranted to obtain true
information. The respondents were asked to clearly read and fill in the online survey. Answers of respondents
were automatically sent to Google Forms. Additionally, all respondents were guaranteed voluntary participation
and anonymity of the respondents’ data. The second data collection is planning to be performed in February.
In total, answers of 200 respondents is planning to be analyzed.

Table 1 below summarize the survey population in terms of gender, marital status, age group, working
hours and experience, and occupation. The survey respondent is most likely to be a married female,
aged from 50 to 60 years old, working around 40 hours a week with more than 10 years of experience
in education.

ISSN 2789-4398 Central Asian
e-ISSN 2789-4401 106 Economic Review




HAIIMOHAJIbHA A1 DKOHOMUKA: BEKTOPBI PA3BBUTUSA
NATIONAL ECONOMY: DEVELOPMENT VECTORS

Table 1 — Participant’s characteristics

Variables Category Frequency Percent
Female 30 90.9
Gender Male 3 9.1
Total 33 100
Married 19 57.6
Marital status Single 9 27.3
Divorced 5 15.2
20-30 7 21.2
Age 30-40 10 30.3
40-50 2 6.1
50-60 14 424
No response 1 3
>24 11 333
Working hours per week >36 2 6.1
>40 12 36.4
More than 40 7 21.2
1-2 years 4 12.1
. 3-5 years 4 12.1
Work experience 610 years 7 o)
More than 10 years 18 54.5
Education 22 66.7
Accounting 2 6.1
Medicine 2 6.1
Occupation HR_ ! 3.0
Logistics 1 3.0
Manager 1 3.0
Coordinator 1 3.0
Unanswered 3 9.1
Total 33 100

Note — complied by the author

Work-life balance satisfaction. The independent variable is measured using a 5-point Likert scale from
‘not at all satisfied’ to ‘extremely satisfied’. WLB categories used in the survey ask for satisfaction with time
and attention allocation, work like and personal life overall fit and balance and opportunities to complete goals
at work and in personal life. We treat 5-point Likert scale as a categorical variable, therefore indicating the
equal numerical distance between data points. The mean comparison of each category is shown in Table 2.

Table 2 — WLB measurement

The way you divide
your time between
work and personal

The way you divide
your attention
between work and

How well do your
work life and your
personal or family

Your ability to balance
the need of your job
with those of your

The opportunity
you have to
perform your job
well and yet be able

. . . ‘) -
or family life home life fit together? personal or family life to perform home
related
duties adequately
Mean 3.06 3.09 3.36 3.45 33
Std. Deviation 1.059 1.071 0.962 0.971 1.015

Note — complied by the author

Respondents are mostly satisfied with their ability to balance the needs of work life with the needs of
personal life (3.45), the least satisfying category is time allocation (3.06).
In this study, Cronbach’s alpha to test scale reliability is performed. A higher alpha (more than 0.7) value
indicates the internal consistency of the chosen scale (Table 3).
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Table 3 — Cronbach's Alpha on WLB

Reliability Statistics

Cronbach's Alpha N of Items
0.885 5

Note-complied by the author

Wellbeing. The dependent variable of wellbeing is measured in a 5-point Likert scale showing the frequency
of respondents’ experienced emotions during the pandemic from 1 (None of the time) to 5 (All of the time).
The mean comparison for each of the categories is represented in Table 4.

Table 4 — Wellbeing measurement

I’ve been
I’ve been feeling | I’ve been I've been I’ve been I’'vebeen |I’ve been feeling| able to
optimistic about feeling fecling relaxed dealing with thinking close to other make up
the future useful & problems well clearly people my mind
about
things
Mean 4.15 3.97 2.55 3.88 4.19 3.52 4
Std. Deviation 0.755 0.74 0.905 0.857 0.78 0.87 0.866

Note — complied by the author

The wellbeing categories produce lower standard deviation compared to WLB measurements, this indicated
lower variation in responses. The highest rated category is straight thinking (4.19), while the lowest category
is feeling relaxed (2.55).

Cronbach’s alpha test similarly shows higher reliability range (Table 5).

Table 5 — Cronbach's Alpha on Wellbeing

Reliability Statistics

Cronbach's Alpha N of Items
0.716 7

Note — complied by the author

Intrinsic motivation. Another dependent variable used in this paper measures intrinsic motivation a
consists of 3 categories Intrinsic Motivation was measured with the 3 items scale developed by Ryan and
Connell [20]. Similar approach of 5-point Likert scale from «strongly disagree» to «strongly agree» was used
in the measurements. The mean comparison by category is introduced in Table 6.

Table 6 — Intrinsic measurement

I enjoy the work itself I find the work interesting I find the work engaging
Mean 3.76 3.64 3.55
Std. Deviation 1.062 0.994 1.034

Note — complied by the author

Cronabach’s alpha for this variable shown in Table 7 indicates the highest range among the variables used
in this study.
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Table 7 — Cronbach's Alpha on intrinsic motivation

Reliability Statistics
Cronbach's Alpha N of Items

0.958 3

Note — complied by the author

Similarly to Hasan et al. the study run Exploratory Factor Analysis with principal component analysis in
which communalities there were obtained, the range of 0.40 to 0.70 are considered to be most acceptable given
in Table 8 [5]. The obtained range is from 0.6 to 0.9, «which further validates that each item shared some
common variance with other items in the data set».

Table 8 — PCA communalities

Extraction

WLB 1 0.7
WLB 2 0.862
WLB 3 0.744
WLB 4 0.665
WLB 5 0.74
Wellbeing 1 0.741
Wellbeing 2 0.708
Wellbeing 3 0.918
Wellbeing 4 0.753
Wellbeing 5 0.681
Wellbeing 6 0.603
Wellbeing 7 0.702
M 0.855
M 0.902
M 0.928
Note — complied by the author

Hypothesis testing. In the result were obtained three new variables by taking the average among every
category within WLB, Wellbeing and Intrinsic Motivation. Also it was controlled for categorical demographic
information by defining k-1 dummy variables, where k determines number of values. During the regression
analyses, however, none of the dummy variables proved to be significant, indicating no relationship between
demographic characteristics and work-life balance satisfaction.

First, the study intended to test whether work-life balance is positively related to wellbeing. Table 9 present
ap-value for the Wellbeing being significant at 10 % level of significance with a positive coefficient confirming
the hypothesis.

Table 9 — Regression Results

Unstandardized Coefficients t Sig.
B Std. Error
(Constant) 1.126 1.087 1.036 0.308
Wellbeing 0.568 0.287 1.975 0.057
Note — complied by the author
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For the second hypothesis, in order to prove mediation, an independent variable Well-being has to be
associated with the mediator variable IM. Table 10 depicts significance in the Wellbeing variable at 5 % level
of significance. Mediation takes place only when our independent variable is related to the mediator variable.

Table 10 — Regression Results

Unstandardized Coefficients T Sig.
B Std. Error
(Constant) 0.606 1.239 0.489 0.628
Wellbeing 0.811 0.328 2.475 0.019
Note — complied by the author

Therefore, if there is a mediation effect, our main independent variable will no longer be significant when
included in the regression with the mediator variable which can be seen in Table 11.

Table 11 — Regression Results

Unstandardized Coefficients Standardized Coefficients T Sig.
B Std. Error Beta
(Constant) 0.847 0.945 0.897 0.377
Wellbeing 0.195 0.272 0.115 0.716 0.479
M 0.46 0.136 0.54 3.368 0.002
Note — complied by the author

Lastly, in order to test our final hypothesis, we perform a regression estimation to see the relationship
between IM on WLB. Table 12 indicates a significant positive relationship between the two variables (p <
0.000).

Table 12 — Regression Results

Unstandardized Coefficients Standardized Coefficients |t Sig.
B Std. Error Beta
(Constant) 1.401 0.574 2.44 0.021
WLB 0.69 0.171 0.587 4.036 0

Note — complied by the author

CONCLUSION

In conclusion, by reviewing, analyzing, and revealing gaps from previous literature and answers from
the survey, the present study was constructed. The paper considered the SDT as one of the suitable theories,
which underline the relation between work-life balance and intrinsic motivation on employees' well-being.
One of the outcomes indicated no relationship between demographic characteristics and work-life balance
satisfaction. The study assumes normal distribution in collected data, however, the lower response rate (33)
could potentially be considered not enough to guarantee the neutral skewness of the data and introduce bias.
The vast majority of the respondents are female, this could produce a non-representative conclusion about
the whole population this study aims to represent. So, research is planning to be continued by collecting
data.
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3KOHOMMKAJBIK KPU3UC KAFJIAUBIHJIA AJIAM PECYPCTAPBIH BACKAPY

M. 7K. Ca0bITXaHOBa
Hapxo3 Yuausepcureri, Anmatsl, Kazakcran PecryOnukacer

AHIOATIIA

3epmmey maxcamvl — SKOHOMHUKAJIBIK TYPAKChI3IbIK KE31H/IE KYMBIC TIEH JKEKE OMip apachlHAarbl Tere-
TEHJIIK, KbI3METKEPIIEPIiH 9J-ayKaThl MEH iLIKi MOTHBALMSIChI MACeNeNIepiH KapacThIpy.

QdicHamacesl. CaHIBIK TICUIAI KOJIJJaHA OTBIPBII, OYJI 3epTTeyJe MEMIIEKETTIK KOHE JKEKE MKEepPriliKTi
KOMITaHMSUTAPABIH KbI3METKEpJIepiHeH JbIHFAaH MaJiMeTTep TainanraH. byn xywmeicra 3. Xacas xoHe T. 0.
azaM pecypcTapblH 0ackapy, JI-ayKar, )KYMBICKAa KaHAFaTTaHy JKOHE >KYMBIC TIEH JKEKe eMip apachIHIarbl
TENe-TeHIIK asiChIHIarbl 3ePTTCYIHE IOy KacasIbl.

3epmmeyoiy Oipeeceiiniei / KyHOwLiblewbl. llepcoHamupl Oackapy CcaJlaChIHJAFbl 3epTTEYJIepiH OachiM
KON KbI3METKEpJepAiH THIMIUIINiHE apHanraH. Auaiina, ocipece HKOHOMHUKANBIK TYPaKCBI3IbIK
JKarJaibIHAa OI-ayKaT, JKYMBIC [ICH eMip apachbIHIarbl TEIe-TeHIIK )KOHE iIKi MOTHBAIMS CHSKTHI Oatama
CTpaTerusiapsl 3epTrey Kaxer. COHBIMEH KaTap, ©3iH-631 aHBIKTAy TEOPHICH TaHIAIIbI, OUTKEHI OJT iImIKi
MOTHBAIMAMEH, OJICYMETTIK KaHaraTTaHyMEH >KOHE IICHXOJIOTHSUIBIK JJI-ayKaTIleH OalIaHBICTBI 3epTTey
MOCEIIECIH TePEH TYCIHIIPY apKbLIbl KYOBUIBICTBI TYCIHYT€ KOMEKTECE/II.

3epmmey nomuoicenepi: Oip TYKBIPBIM AeMOTpadUsUIBIK alHBIMAIbUIAD MEH YKYMBIC TIEH JYKEKe OMip
apachlHAaFbl Tere-TeHIIKKe KaHaraTTaHy apachlHIa eIIKaHaal OaiulaHbIC JKOK eKeHiH kepcereni. Tammay
HOTWDKEC] allbIHFAH MAIIMETTep KAJIBINTHl TYPIE TapaThUIATHIHIBIFBIH Olnmipeni. Ajaiiia, skayantap.blH
TeMeHTri xuiniri (33) GefiTapan gepexTep aCHMMETPHACHIH KAMTaMachl3 €Ty YIIiH )KeTKUTIKCI3 IeM ecenTenyi
MYMKiH. PecrionaerTTepaiH 0ackiM KOIIIiIir ofenaep OONFaHIBIKTaH, 3epTTEY HOTHKEIepi OYKIT XaIbIK
YIIiH KepinOeyi MyMKiH. HoTmkecinne, aTainrad 3epTTey AepeKTep/ii 0/1aH api IKHUHAY KOJIBIMEH KYPri3ijeTiH
Oomapl.

Tyuin co30ep: APB, sxoHOMUKaNBIK TYpOYyJIEHTTUIIK, KbI3METKEPIIEPIiH 9J1-ayKaThl, )KEKE OMip MEH KYMBIC
apachIHJIAFbI TETIe-TeH K, 1IIKi MOTHBAIIHSL.

YIPABJIEHUE YEJIOBEYECKUMU PECYPCAMMU B YCJIOBUAX S9dKOHOMUYECKOI'O
KPU3UCA

M. K. CabbITXaHOBA
VYuusepcutetr Hapxo3, Anmartsl, Pecriy6inka Kazaxcran

AHHOTALNUSA

Llenws cmambu paccMOTpeTh NpodieMy OanaHca MexAy paOOTOi M JIUYHOHM KM3HBIO, OJIAromoiydust U
BHYTPEHHEH MOTHBAIIMU COTPYAHUKOB BO BPeMsi SKOHOMUYECKOH TypOYIEHTHOCTH.

Memooonozcus. Vcrionp3ysi KOIMYECTBEHHBIN MOAXOMA, B ATOM HCCIICIOBAaHUN AHAIM3HPYIOTCS TaHHBIC,
MOJTyYeHHBIE OT COTPYAHHKOB T'OCYAApPCTBEHHBIX M YaCTHBIX MECTHBIX KOMIaHMHA. B 310l paboTe ObLT
caenad 0630p mccnenoBanus 3. XacaH U Jp. O yIPABICHUIO YEIOBEYECKUMHU PecypcaMu, OJIarornoryduio,
YJIOBJIETBOPEHHOCTHU PAa0OTOM U OajlaHCy MEXy PabOTOl U JTMYHOW KHU3HbBIO.

Opueunanvrnocms / yennocmv uccireooganus. Ilonasnsioniee OOJIBIIMHCTBO HCCIEAOBAaHUN B 001acTH
yHOpaBlIeHUS IEPCOHANIOM MOCBSIIEHO 3(deKkTuBHOCTH COTPYAHUKOB. OJHAKO, OCOOCHHO B YCIIOBHSX
KOHOMHYECKOW HECTaOMIBHOCTH, HEOOXOIMMO HCCIIEAO0BAaTh ANbTEPHATHBHBIC CTPATETHH, TaKHe Kak
Onaromosyunie, OamaHc MeXIy paOOTOH M JIMYHOM JKM3HBIO M BHYTpPEeHHssI MoTuBamus. Kpome Toro,
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TEOpHsI CaMOOTIpe/ieieHus] ObUIa BEIOpaHa MMOTOMY, YTO OHA NIOMOTAeT MOHATh (PeHOMEH, TITyOOKO TPOSCHSS
HCCIIEIOBATENbCKYIO TIPOOIIEeMy, CBSI3aHHYIO C BHYTPEHHEW MOTHBAIMEH, COIIMAIbHON YIOBIETBOPEHHOCTBIO
Y TICIXOJIOTUYECKHUM OJIarororydnem.

Pesynomamer uccredosanus. OquH U3 BBIBOJOB YKa3bIBAET HA TO, YTO HE OBUIO HUKAKOH CBS3U MEXIY
nemMorpaduIecKuMe IepeMeHHBIMU U YIOBIETBOPEHHOCTHIO OalaHCOM MEXIY paOO0TON ¥ JIMYHOW JKHU3HBIO.
Pe3synprar ananmusza moapasyMeBaeT, U4TO MOIYyYEeHHBIE JaHHBIE pacrlpeiesieHsl HopMaidbHO. Tem He MeHee,
0osiee HU3Kast yacToTa OTBETOB (33) MOKET OBITh COUTEHA HEJOCTATOYHOMN JIJIsl 00CCIICUCHHS HEHTPaTbHON
acuMMeTpHuH JaHHBIX. [I0CKONBbKY MONABISAIONIEE YUCIO PECIIOHACHTOB COCTABISIOT KEHIIUHBI, PE3yIbTAThI
WCCJIEIOBAHUS MOT'YT OBITh HEpEIPEe3eHTaTUBHBIMU JIJISl BCET0 HaceeHus. B pe3ynbrate, JaHHOE UCCIIeIOBaHNE
OyZeT IPOBOANUTRCS ITYTEM JTATbHEUIIIETO cOOpa TaHHBIX.

Kurouesovle cnosa: YUP, sxoHOMHUYECKasl TYpOYJICHTHOCTD, OJIATOTIONyYHE COTPYTHUKOB, OaTaHC MEXKTY
JTUYHOM KU3HBIO U pabOTON, BHYTPEHHSAS MOTHBALINS.
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DEVELOPMENT OF INTERNAL GOVERNANCE IN HIGHER EDUCATION: THE
EVALUATION OF ADMINISTRATION AND ACADEMIC STAFF ATTITUDE

G. Manarbek":?
'al-Farabi Kazakh national university, Almaty, Republic of Kazakhstan
’The George Washington university, Washington DC, USA

ABSTRACT

The purpose of the present study is to outline and justify the role of internal governance in higher education
institutions to provide an effective quality management.

The methodology: The study is carried out using the questionnaire designed solely to higher education
sector based on key peculiarities and features of an academic field.

The originality of the paper is that it discusses the findings of the research about the role of effective internal
governance for the effective quality management in higher education. Secondly, the current study is the first
attempt to study the role of internal governance as one of the most important pillars of quality management in
higher education at the regional level.

The findings of the study reveal that both administrative and academic staff of higher education institution
(Kazakh national university) consider the importance of developing key procedures and processes in aligning
to internal stakeholders’ needs. The obtained results demonstrate the feasibility of the proposed dimensions of
internal governance and open new insights into the concept of quality management from the perspectives of an
institution’s internal environment.

Keywords: university administration, academic staff, internal governance, quality management.
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