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In today's era of rapid changes in societies and increased competi-
tion organizational values cannot remain the same as before be-
cause of demanding work conditions and public expectations. Since
1990, during the period of restored Lithuanian independence, the
essential changes took place in the activity of public sector organi-
zations in point of view of both management and values. The princi-
ples of management and government, attitude towards work, disci-
pline and organizational inter-relationship have changed and are
still changing essentially. For our study, we selected three public
sector organizations - the police, school and municipality, because
the changes of values taking place in these organizations should
reflect the achievements and progress of modern Lithuanian society
most clearly. The goals of the current paper are: a) to examine which
organizational features may be perceived as top values for employ-
ees of each organization, b) to examine whether there are some
common organizational features that employees distinguish as most
essential despite the nature of the organization, and c) to evaluate
how different organizational values are rated in each organization.
The results of the study confirmed the hypothesis that all three
organizations should have common organizational values that are
common to all public sector organizations, but at the same time and
solely their inherent values, shaped by the specifics of the activity
and the mission of the organization.

INTRODUCTION

In the XXI century, public sector faced a dynamic environment in which changes are a constant

phenomenon. Every country’s civil service is oriented towards the fact that public interest should
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be satisfied efficiently and professionally. Changes taking place in modern dynamic world, which
have impact on employees’ values perception, formation of employees’ competencies, are one of
the ways that help to adapt to constantly changing environment and increasing citizens’ needs - it
assures expedience and efficiency of institutions' activity, because this is a legally regulated and
formalized instrument (Kaziliinas, 2004, Karazijiené and Sabonieng, 2010).

Reacting to social and economical changes, determining of directions of country's development
and implementing priority of state's political government, in Lithuania there are being consistently
prepared documents of long-term state government improvement. With reference to Lithuanian
modern long-term strategic documents, it can be stated that the main goal of the strategies related
to state modernization is more efficient activity of civil servants oriented towards the needs of so-
ciety, and civil servants themselves are competitive, motivated, flexible, responsible and able to
think strategically. One of the main reforms of civil service modernization is an implementation of
the model of competences. By this reform, there is a striving to create a modern, flexible and effi-
cient civil service. Model of competencies is a system that covers important competencies and
values of civil servants. Implementation of model of competencies in Lithuanian civil services is
related to improvement of system of civil service, by orienting a system of public sector more to
activity results, professionalism, innovation and perception of values.

1. ORGANIZATIONAL VALUES AND CULTURE

A. Bennet and D. Bennet (2005) state, that future organizations will be characterized by three
characteristics:

— constant learning,

— creation, protection, application and transfer of knowledge, the main resource of the organiza-
tion,

— organization’s wisdom that is expressed by its capability to realize, explain and respond to chal-
lenges of environment.

The fourth characteristic should be added to the previous three - organizational culture and
professional values.

Organizational values are the essence of organizational culture, and united acknowledgement
of these values makes it strong. Values are long-term belief, connecting members of the organiza-
tion for common activity and striving for goal. Every member of the organization has to realize
them, sustain them, and follow them. That’s why the values are the main element of organizational
culture.

Values are important in the organization because the resemblance in perception of the same
organizational values makes an organizational culture effective and functioning (Weiss, 2001).
Perceived organizational values refer to employees' beliefs about what practice are acceptable or
appropriate in their organization. Organizational values are a long-term belief that connects mem-
bers of the organization for co-operation and for implementation of the goals of organization. Val-
ues also serve as standards for evaluating employees' behavior and organizational success. Differ-
ent studies show relationship between organizational values and individual values (Ros et al.,
1999; Meglino and Ravlin, 1998; Martins and Coetzee, 2011; Adamoniené and Ruibyte, 2013),
self-esteem (Naus et al., 2007), ethical behavior (Jin et al., 2007), organizational commitment
(Finelgan, 2000; Abbot et al., 2005) and other important organizational factors (Mcnhaughton,
2003, Hendel and Steinman, 2002; Verquer et al., 2003).

In today's era of rapid changes in societies and increased competition organizational values
cannot remain the same as before because of demanding work conditions and public expecta-
tions. A. Bennet and D. Bennet (2005) state, that future organizations will be characterized by
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three characteristics: a) constant learning, b) creation, protection, application and transfer of
knowledge, the main resource of the organization, and c¢) organization’s wisdom that is expressed
by its capability to realize, explain and respond to challenges of environment. These conditions can
be successfully realized only in the case they will become a striving and value for organization and
its members.

2. MANAGEMENT PRINCIPLES IN PUBLIC SECTOR ORGANIZATIONS

Since 1990, during the period of restored Lithuanian independence, the essential changes took
place in the activity of public sector organizations in point of view of both management and values.
The principles of management and government, attitude towards work, discipline and organiza-
tional inter-relationship have changed and are still changing essentially. For our study, we selected
three public sector organizations - the police, school and municipality, because the changes of
values taking place in these organizations should reflect the achievements and progress of mod-
ern Lithuanian society most clearly.

Since restoration of independence of Lithuania (1990), the changes are constantly taking place
in Lithuanian police organization. “Law and legality” were two main value marks in restoring Lithu-
anian police organization and society. In 2008 a new slogan of police - "Defend. Protect. Help." -
revealed a new priority of police organization in striving to satisfy changed expectations of society.
Three main values distinguished by modern Lithuanian police - Human. Family. Society. - indicate
that human, his closest environment and how he feels in the society are becoming the most im-
portant (Lithuanian police values [interactive]).

The values and organizational culture of police organization in Lithuania not so much explored
(LaurinaviCius, 2001, 2002, 2004, Adamoniené and Ruibyte, 2013, 2014), much more wider
spectrum of this problem we can find in the works of Fielding (1984), Reuss-lanni (1993), Chris-
tensen and Crank (2001), Lilley and Hinduja (2006), Glomseth et al. (2010), etc.

According to the Law of Education of the Republic of Lithuania (2007), education performs its
mission best when its development coincides and prevails development of the society. Contempo-
rary school is expected to act as a change agent, and therefore expectations for teaching and
learning experiences are ever increasing. Therefore, at school, as one of the major actors for inno-
vations in society, with the advancement in IT technologies, the educational practices must
change. That is, teachers have to learn faster than ever; and the pace of learning is directly related
to the environment, to the atmosphere at a school, as well as school organization values (Simonai-
tiené, 2001; Adamoniené et al., 2016).

Municipality as public administration institution is the closest to the citizens and must be able
to assure main human rights and needs most rapidly. Municipality in striving to correspond citi-
zens' needs, expectations of central governments and to be competitive between other municipali-
ties, must plan its activity. Such public administration institution in a constantly changing environ-
ment is able to act more efficiently if its activity is oriented towards a long-term prospect, and by
the prepared programs of actions and instruments there is a striving for implementation of fore-
seen goals and instruments. In modern global society, competitiveness of municipality as public
sector’s institution depends on its flexibility and ability to react to environmental changes by taking
strategically correct decisions (Arimaviciute, 2010). It is important that, by taking strategic deci-
sions, the institution would be not only passive in point of view of environment, but also would take
an active role by finding the most optimal variant between institution's capability and environment
in which it is acting. In modern world, competitive institutions or organizations consider employees'
knowledge and abilities as their main advantage (Zmogaus studijy centras, 2012).
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3. RESEARCH METHODOLOGY AND GOALS

3.1. Research method

To achieve research objective, the questionnaire to investigate the values of the organization
the questionnaire of Glomseth et al. (2010), who had classified police organizational values di-
mensions, forming the scale of 21 bipolar values, was used (Adamoniene and Ruibyte, 2013). We
find it suitable also for study of school and municipality organizational values and used is purpose-
ly to get the data which could be comparable with data from different kind of organizations. Making
the scale of values in school we added 5 statements reflecting learning organization issues (Ada-
moniene and Ruibyte, 2016).

For each group of values two propositions were formulated. Subjects had to evaluate in a 5-
point scale (1 - strongly disagree, 5 - strongly agree) the extent to which the statements about the
values inherent in their organization.

3.2. Sample and methods

Participants of police institutions. The survey of police officers was conducted by web-based
questionnaire distributed via Kaunas region police institutions email. Anonymity of the respondents
was stressed.

The number of female respondents was 92 (46,0%), male - 107 (53,5%). The respondents ac-
cording to the type of work were distributed as follows: first line officers - 70%, specialists - 23%
and managers - 7%. The following employee age groups were classified as follows: less than 30
years old - 83 respondents (including 1 % of them were managers, 57 % specialists, 26 % first
line officers), from 30 to 40 years - 77 respondents (including 5 % or them were managers, 53%
specialists, 18 % first line officers), more than 40 years - 39 respondents (including 7 % of them
were managers, 30 % specialists, 2 % first line officers).

Participants of school institutions. The study involved 172 Kaunas school’s personnel. Invita-
tions with the reference to web-based questionnaire were distributed via Kaunas schools institu-
tions email, Anonymity of the respondents was also stressed.

The number of female respondents was 151 (88,8%), male - 19 (11.2%, 2 participants have
not mentioned the gender). The respondents according to the age were distributed as follows: 25-
35 year - 6,5%, 36-45 year - 21,1%, 46-55 year - 46,5%, 56-65 year - 24,7%, and more than
66 year - 11,2%. The distribution of seniority shows that dominant part of respondents (71%)
works at school more than 20 years and 20% from 11 to 20 years. 64,7% works as teachers and
35,3% - as principals.

Participants of municipality institutions. The survey of Kaunas municipality personnel was con-
ducted by web-based questionnaire distributed via institution email. 242 (80,4%) respondents
employees were female, 59 (19,6%) male. 16,9% of municipality institutions professionals were
younger than 36 years old, 20,3% - 36-45 years, 36,2% - 46-55 years, 26,6% - 56 years and
elder. Distributions according to management level: 71 (23,6%) - executive managers, 230
(76,4%) - specialists.

3.3. Statistical analysis and methods

Analyses were performed using SPSS 22.0 version. Statistical methods: descriptive analyses
and Kruskal-Wallis test for multiple samples.
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The particular organizational/occupational value was rated as top and one of the most im-
portant feature if its mean score exceeded 2/3 of possible theoretical score - 3,67 points (maxi-
mum evaluation for every feature is 5 (=employees strongly agree that the feature is inherent in
their organization), minimum evaluation is 1 (=employees strongly disagree that the feature is in-
herent in their organization), score range is 5-1=4. 2/3 of the possible theoretical score is
1+4%2/3=3,67).

3.4. Research questions

The goals of the current paper are: a) to examine which organizational features may be per-
ceived as top values for employees of each organization, b) to examine whether there are some
common organizational features that employees distinguish as most essential despite the nature
of the organization, and c) to evaluate how different organizational values are rated in each organi-
zation.

4. RESULTS

Organizational values which evaluation exceeded 3,67 points were rated as top values (Table 1
- organizational values are presented in descending order by relevance; top values rating proce-
dure is described above). Some top occupational features municipality, police and school organiza-
tions share in common. Employees stated what it is very important in their work and they try to
meet these demands: achieve good performance and improve their professional skills, perform
tasks in collaboration with co-workers, plan work time effectively and meet deadlines that are out-
lined, keep focusing on legal and ethical standards, as well to have clear definitions of what are
the tasks and what/when/how are needed to be done.

Table 1. Top occupational features for School, Police and Municipality organizations*

School organization Police organization Municipality organization

The most important at work - to
achieve good performance and
improve your professional skills

Clear deadlines for tasks are out-
lined

Clear deadlines for tasks are out-
lined

The most important at work - to
achieve good performance and
improve your professional skills

In performance of their duties
staff complies with laws and ethi-
cal standards

Clear deadlines for tasks are
outlined

Employees have a clear definition
of what needs to be done

People seek to meet work objec-
tives in collaboration with other
In performance of their duties

People seek to meet work objec-
tives in collaboration with other

In the organization it is cared for
staff development

There are many restrictions and
controls

staff complies with laws and ethi-
cal standards

Organization observes a clear
vision and priorities

People need to devote more of
their time for work than other
activities

Work hours are effectively
planned

Long-term performance goals

and measures for achieving

them are formulated and ex-
plained

The most important at work - to
achieve good performance and
improve your professional skills

Employees have a clear definition
of what needs to be done

In performance of their duties
staff complies with laws and
ethical standards

Power and management is in
hands of a few individuals or
groups
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In order to improve performance
use and assimilate new theoret-
ical knowledge and techniques

People seek to meet work objec-
tives in collaboration with other

Creative thinking is encouraged

Work hours are effectively

in the organization or workplace planned
Work hours are effectively People obey leaders uncondition-
planned ally

Employees have a clear defini-
tion of what needs to be done

Initiative and personal contribu-
tion are supported
Traditional and proven in time
work methods are important in
the work
People are given autonomy in
their work
You focus on there in the team
would be good friendly relations
Different groups of people col-
laborate
Employees in different depart-
ments exchange information,
knowledge and experience
People need to devote more of
their time for work than other
activities

* Common features for every organization are marked in italics.

It is important to emphasize that school organizations distinguished much more top occupa-
tional values compared to others. Employees of school organizations 18 positive organizational
values rated as most important and applicable at their workplace (compared to 6 and 10 in munic-
ipality and police organizations, respectively).

Also employees pointed that organizational features that are incompatible with their work prin-
ciples and reveal rarely in school organizations are the ones that are incompatible with fundamen-
tals of transactional management: employees should obey the leaders, management power is in
hands of a few individuals, employees avoid to reveal their thoughts and true feelings, and com-
munication at work is rather formal and standoffish (these statements gained the lowest ratings).

Professionals of municipality organizations distinguished only the same 6 top occupational fea-
tures that are mutual for all organizations despite its nature (Table 1).

The bottom rated (these statements gained the lowest ratings) occupational features for munic-
ipality organizations are the ones that are not congruous with principles of optimum management
system. Professionals stated that it is rare practice to obey leaders unconditionally, conform only
with a single leader or executive, work under pressure, restrictions or control.

Similarly to municipality organization, employees in police institutions excluded general to oth-
ers top work-related features. However strict management and obedience to authorities are inher-
ent occupational features in police organizations according to our research results. Professionals
stated that often there are many restrictions and control in their work, they should obey the execu-
tives, only a few individuals have a power of decision making and leadership (these values also
gained the highest points when evaluating the work-related features).

12



Rdta Adamoniené, Laima Ruibyté, and Evelina Viduoliené / Montenegrin Journal of Economics,
Vol. 13, No. 4, (2017), 7-18

Table 2. Comparison of organizational positive and preferred features evaluation in three types of
organizations, part 1.

Evaluation mean points

Pairwise comparisons:

Standardized test statistic.

with

=
g S
8 ig.
P o I§ S W » o)
Organiza The statements charac- o o 3 sy =S o8 SRS
tion values/ o Q S = o= g3 23 S
Field terizing values N O B S 2 w2 o S ® 3 o =
v O =. o+ g = - =
So |58 |2Sg 2| %7 5 ]
S | 28 S @ 2= 25 35
[} S = =) ) DS ISl N<
2 | 3% § | 53 S s 25
| 7] s¢® 3 g’
Working hours are 8,256 2,584 2,650 -0,773
Time firm / effectively planned 391 3,68 372 p=0,004 p=0,010 p=0,009 p=0,440
Time floats Clear deadlines for 0,901 0,636 0,617 -1,840
tasks are outlined 4,14 4,09 4,18 p=0,326 p=0,525 p=0,538 p=0,067
People are open to
- 5,801 4,038 5,569 0,868
tcir;znge and new activi- 3,58 3,22 3,17 p=0,011 p<0,001 p<0,001 p=0,386
Changes / —
Traditions Traditional and proven
in time work methods 382 3592 366 15,279 3,915 2,507 -3,086
are important in the ’ ! ’ p<0,001 p<0,001 p=0,013 p=0,002
work
People seek to meet
e . 2,576 0,442 4,573 5,697
L . work objectives in 4,06 4,02 3,73 =' =' ! ,
|/ng:;3;ahsm collaboration with other p=0,048 p=0,659 p<0,001 p<0,001
orfentation | Imtatve andpersonal 1| 44, | 36990 6,083 6,143 2,131
ported P ’ ! ’ p<0,001 p<0,001 p<0,001 p=0,034
Freedom / People are given au- 3.79 326 3.07 28,729 5,045 8,686 2,956
Control tonomy in their work ’ ! ’ p<0,001 p<0,001 p<0,001 p=0,003
Privacy / People openly share 347 3.09 310 17,907 3,999 4,730 -0,238
Openness personal information ’ ! ’ p<0,001 p<0,001 p<0,001 p=0,812
. Employees have a clear
Informality / I 4,902 2,118 -1,321 -5,316
Formality definition of what needs 3,85 3,67 3,94 p=0,027 p=0,035 p=0,188 p<0,001
to be done
Different groups of 10,054 3,352 7,351 4,250
Individual people collaborate 3,77 349 3,27 p=0,002 p=0,001 p<0,001 p<0,001
competition / | Anyone is trying to
- . 9,326 3,744 5,923 1,159
Co-operation achieve or exceed 3,59 3,26 3,20 p=0,020 p<0,001 p<0,001 p=0,247
personal results
Equality and
Empower- Leaders are open to 364 3.02 318 32,044 5,463 4,988 -2,407
ment / employees of all levels ’ ! ’ p<0,001 p<0,001 p<0,001 p=0,017
Hierarchy
snortterm | P easures for
objectives / gchieving them are 395 341 344 19,963 5,695 7,050 -0,511
Long term ' ’ ’ p=0,012 p<0,001 p<0,001 p=0,610
Lo formulated and ex-
objectives ;
plained
People need to devote
Work / more of their time for 372 252 388 96,214 11,502 -2,126 -18,762
Balance work than other activi- ’ ! ’ p<0,001 p<0,001 p=0,035 p<0,001
ties
The most important at
work - to achieve good
7,453 2,589 6,905 4,191
performance and 4,26 4,03 3,79 p=0,006 p=0,010 p<0,001 p<0,001
Task / rela- improve your profes-
tionship sional skills
You focus on there in
22,893 4,317 4,275 -1,114
th_e team woyld be good 3,78 3,32 3,39 p=0,008 p<0,001 p<0,001 p=0.266
friendly relations
. Conflicts are analyzed
Direct / . 7,534 2,385 4,207 1,837
Indirect and constructively dealt 3,46 3,22 3,11 p=0,006 p=0,017 p<0,001 p=0,067
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Comparison of the results of the three researched organizations presented in Table 2 and Ta-
ble 3. revealed that most organizational values rating mean scores were the highest for school
organization compared to municipality or police institutions (or the rating mean score was the low-
est if the valued organizational feature may have the negative direction and may not reflect pre-
sent and modern management; results in Table 4).

In school organization significantly more than in police and municipality organizations people
are open to change and new activities, initiative and personal contribution are supported, people
are given freedom in their work and stimulated creative thinking, collaboration, sharing of infor-
mation, trying to achieve or exceed personal results, leader’s openness to employees prevails (Ta-
ble 1).

Rigid and control based management methods as well stiff and formal work-place communica-
tion were more specific for police organizations - evaluation mean scores for expressions that rep-
resent obedience for authorities, formal communication, increased devotion to work were the
highest compared to results of other institutions (Table 4). Also employees of police organizations
tend to apply ordinal and experience-based task management methods instead of hew and crea-
tive ones.

Results concerning police organization are not so surprisingly. In the studies of Norwegian po-
lice organization by Glomseth et al. (2010) we can find the similar tendencies: the most important
organizational values for Norwegian officers are clear time limits, safety and integrality, orientation
towards practical experience and standard methods of activity. Glomseth et al. (2010) conclude
that such organization is rather handcraft organization than knowledge organization.

Table 3. Comparison of organizational positive and preferred features evaluation in three types of
organizations, part 2.

=~ Pairwise comparisons:
Evaluation mean points E Standardized test statistic.
2 Sig.
T
P = = T W o o
Organiza The statements charac- o o 3 g 2S o8 =
tion val- - = S = 3 X < 8 B O 3 S
) terizing values N O 0 < ] L& pN<] w8 2
ues/ Field NES] L3 = 2 LN S 2 L= Se)
§e |88 |Sa 2| §@ 5@ T8
S 23 ) 0 Sz 25 S =
o S5 S g NS S 8=
2 | 3% § 7| 53 55 £5
' ' S ® S
Individuals deal with work
situations and problems
) 3,079 -0,399 -2,912 -3,337
solely on the b§5|s of 3,30 3,33 3,49 p=0,027 0=0,690 p=0,004 p=0,001
. practical experience and
Practical /
A A knowledge
Philosophi- -
cal In order to improve
performance use and
L ) 17,273 4,391 7,811 2,256
assimilate new theoreti- 3,93 3,57 3,45 ! ! ! -
cal knowledge and tech- p<0,001 p<0,001 p<0,001 p=0,025
niques
To ensure the safety of
employees the organiza- 45,717 6,842 5,173 -4,493
tion analyses situations, 3,48 2,79 3,06 p<0,001 p<0,001 p<0,001 p<0,001
Safety / plans, develops skills
Challenges Organization applies
constant changes in 16,691 4,072 -2,684 -10,612
order to overcome the 3,03 2,63 3,25 p<0,001 p<0,001 p=0,011 p<0,001
challenges
Security In performance of their
and Integri- duties staff complies with 3.94 3.90 3.99 0,503 0,384 -0,781 -1,725
ty / Effec- laws and ethical stand- ’ ! ’ p=0,478 p=0,701 p=0,436 p=0,086
tiveness ards
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and In order to achieve great-

Productivity | er efficiency and produc- 337 291 297 21,105 4,955 5,308 -1,087
tivity they are allowed ’ ! ! p=0,004 p<0,001 p<0,001 p=0,278
discretion

Firm lead- . L

. Creative thinking is

ership / ) 46,522 8,488 10,413 -0,167
Individual | Encouragedinthe organ- 3,92 1 3,06 | 307 | 5008 | p<0,001 | p<0,001 | p=0,868

S ization or workplace
creativity

. Focus on practical skills
Handicraft 3,921 0,278 -1,860 -3,321
organiza- and stgndard methods of 3,28 3,26 3,41 p=0,043 p=0,773 p=0,065 p=0,001

. operation

tion /

Knowledge Tends to respond to

organiza- citizens' expectations and 362 333 320 14,220 3,451 5,863 2,499

tion to make the change in ! ! ! p<0,001 p=0,001 p<0,001 p=0,013
work

Stability / Organization observes a 397 3.44 357 39,797 6,005 5,713 -2,406

Instability clear vision and priorities ’ ! ’ p<0,001 p<0,001 p<0,001 p=0,017

’ Employees in different
A learning

. departments exchange 3.74 355 339 6,239 2,173 4,649 3,015
g:)gna;“é?)'n_ information, knowledge ' ' ' p=0,012 | p=0,030 p<0,001 p=0,003
) and experience

learning In the organization it is

organiza- 36,456 5,786 8,575 2,086

tion (::éi? for staff develop- 3,98 3,43 3,31 p<0,001 p<0,001 p<0,001 p=0,038
Employees are objective-

. ly, fairly and adequately 47,147 6,940 2,929 -7,639
Recogni- evaluated according to 343 275 320 | <0001 | p<0,001 p=0,004 p<0,001
tion, evalu-

B the results

ation / — -

Underesti- All receive financial or

matin other compensation for 319 281 265 10,191 3,160 5,395 2,188

g the results (and the ’ ! ’ p=0,001 p=0,002 p<0,001 p=0,029
managers and staff)

Hierarchy of values of employees of the researched police organization shows that this organi-
zation is formalized and its activity is controlled and foreseen. It can be seen as rather bureaucrat-
ic, oriented towards stability organization than the knowledge one.

Table 4. Comparison of organizational negative and authoritarian features evaluation in three

types of organizations

Evaluation mean points

Pairwise comparisons:
Standardized test statistic.

b
s .
;”i Sig.
= g S
P @D o) Q ~ 3 @D S
Organization | The statements charac- S | = S os | €8 o 8 o5
values/ Field terizing values S g3 s LRl 0% s ® S BT
S N o S 9 a L S o S F
> |35 | & 5|53 g¢ g%
3 08 5| 5% g
= 8
Freedom / There are many re- 277 3.42 388 33,064 -6,308 -11,956 -8,213
Control strictions and controls ! ! ! p<0,001 p<0,001 p<0,001 p<0,001
. People do not show
Privacy / Open- B 13,593 -3,849 -2,458 3,245
ness ;Sz:lrn’g:' thoughtsand | 285 | 327 1 307 | 65001 | p<0,001 | p=0,015 p=0,001
Informality / ?a‘)tfe’?;’(:‘r';aatl";r;f 575 | 318 | 335 | 17672 | -4053 -6,811 -2,739
Formality defined by rules ! ’ ! p<0,001 p<0,001 p<0,001 p=0,007
Equality and Power and manage-
Eqm ow{arment/ ment is in hands of a 3.02 3692 375 21,625 -4,883 -6,991 -1,874
) p few individuals or ! ! ! p<0,001 p<0,001 p<0,001 p=0,062
Hierarchy
groups
Short-term Employees are inter- 276 316 347 14,269 -3,825 -8,188 -4,985
objectives / Long | ested in short-term ! ! ! p<0,001 | p<0,001 p<0,001 p<0,001
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term objectives objectives and do not

see prospects

It is more important to

take care of your 4,220 0,855 -5,486 -5,717
Work / Balance | o ith, family, leisure 308 | 316 | 350 | 5029 | p=0393 p<0,001 p<0,001

time than to indulge job

. . Communication is 19,142 -4,338 -7,173 -2,928

Direct/ Indirect | ¢ maland businesslike | /¢ | 19 | 336 | 0001 | p<0,001 | p<0,001 0=0,004
rirm leadership /" | people obey leaders voo | 340 | 370 | 28030 | -5565 -8,608 -3,460
tivity unconditionally ! ’ ! p<0,001 p<0,001 p<0,001 p=0,001

Deny or conceal ad-

verse information from 2,56 2,65 2,90 3:3?7 ;%9335% _<%%2031 _:330%41
Openness / the public p=0, p=0 <t p=0
Closeness Nobody bears no re-

o 8,654 -2,448 -4,942 -2,692
sponsibility for errors, 2,39 2,64 2,80 p=0,003 p=0,015 p<0,001 p=0,008
so they keep recurring

Stability / Insta- | Sroceeyoplestvesand | 1 | 4141 | o670 -3,574 -6,436
bility fegularly g ! ’ ’ p=0,017 | p=0,503 p<0,001 p<0,001

Municipality type representatives may be perceived (Table 2 and Table 3) as at least changing
and adaptive to new methods, initiative supporting persons as they gained the most conspicuous
scores on ideas that initiative and personal contribution are not supported in the organization,
employees do not have a clear definition of what needs to be done (Table 2).

Municipality organization does not apply constant changes in order to overcome the challenges,
organization does not observe a clear vision and priorities, employees are not objectively, fairly and
adequately evaluated according to the results (Table 3), employees and executives do not show
their real thoughts and feelings, leaders are not open to employees of all levels, people need to
devote more of their time for work than other activities (Table 4).

According to results, we may assume that such organizational factors as organizational com-
mitment, ethical behavior, work satisfaction and others may be the weakest for police and munici-
pality organization professionals compared to school institution.

CONCLUSIONS

Professionals may distinguish the list of work-related features and occupational values that are
general to public sector organizations: outline clear deadlines and requirements for tasks, effec-
tively plan tasks and time management, achieve excellent results and improve professional skills,
achieve goals in collaborations with others, keep focusing on legal and ethical standards.

Employees of school organizations distinguished much more top positive occupational values
compared to municipality and police organizations. Also the highest positive and outstanding oc-
cupational values are inherent for education institutions.

Professionals of municipality organizations distinguished only the same 6 top occupational fea-
tures that are mutual for all organizations despite its nature. Municipality type representatives may
be perceived as at least changing and adaptive to new methods, initiative supporting persons.

Members of police institutions excluded general to others top work-related features. In addition,
they pointed that often there are many restrictions and control in their work, police officers should
obey the executives, only a few individuals have a power of decision making and leadership. These
findings support the idea that management in police organizations is still authority, control and
obedience based. Employees of police organizations tend to apply ordinal and experience-based
task management methods instead of new and creative ones.
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