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Abstract

This study investigated the efficiency, collaboration, process, and effectiveness of the purchasing department in a
higher education institution. Specifically, it examined efficiency in terms of workload, time management, and
communication; collaboration in terms of feedback and solution; and process in terms of procedures, protocols, and
orientation. It also assessed overall employee effectiveness and explored the relationships among these variables. A
descriptive-correlational and causal research design was employed, involving non-teaching employees selected
through stratified random sampling from three campuses of Liceo de Cagayan University. Data were collected using
structured and researcher-made survey questionnaires and were analyzed using descriptive statistics, Pearson
correlation, and regression analysis. Results showed moderate to high levels of efficiency, collaboration, and process
practices, which positively influenced employee effectiveness. Correlation analysis revealed significant positive
relationships among efficiency, collaboration, process, and effectiveness. Regression analysis identified time
management, communication, and feedback as the strongest predictors of employee effectiveness. However,
challenges related to workload imbalance, communication gaps, and inconsistent procedures were found to affect
performance. The findings indicate the need for streamlined purchasing processes, improved feedback mechanisms,
and clearer protocols to strengthen operational efficiency, collaboration, and departmental effectiveness. The study
provides practical insights for administrators, purchasing personnel, and policymakers in higher education.
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Introduction

The purchasing department often faces difficulties with effectiveness, efficiency, and teamwork that impact its overall performance.
Slow approval processes and excessive bureaucracy in procurement can cause delays in obtaining essential resources, disrupting both
academic and operational activities. Moreover, inconsistent purchasing practices due to the lack of standardized procedures across
higher education departments prevent the institution from fully leveraging bulk purchasing opportunities and best practices.
Collaboration challenges further exacerbate the situation, as differing priorities and communication gaps among employees, including
faculty, administration, and finance, can lead to procurement strategies that do not effectively meet the institution's diverse needs.

In the study of Vogt et al. (2017) found that the acquisition of essential resources can be delayed due to inefficient procurement
processes, which are often characterized by slow approval times and unwieldy bureaucratic procedures. Disorganized purchasing
strategies and limited potential for cost savings through bulk purchases are the result of a lack of standardized practices across
departments (Baker, 2016). Misaligned efforts that fail to meet the comprehensive needs of the institution can be exacerbated by
collaboration issues, such as communication barriers and differing priorities among employees, including faculty and administrative
staff (Keller, 2019).

According to a study by Kauffman et al. (2021), many universities struggle with outdated procurement systems that hinder timely
decision-making and result in delays in acquiring necessary goods and services. This inefficiency not only affects operational
effectiveness but also leads to increased costs due to missed opportunities for bulk purchasing or strategic sourcing. Moreover, the lack
of standardized processes across different departments can create confusion and inconsistency in purchasing practices. A report by
Johnson and Smith (2022) highlights that varying departmental policies can lead to duplication of efforts and miscommunication among
staff members, further complicating collaborative efforts within the institution. The integration of technology into procurement
processes has been slow, limiting real-time communication and data sharing among departments. As noted by Lee et al. (2023), many
institutions have yet to adopt comprehensive e-procurement solutions that facilitate collaboration across various units, resulting in
siloed operations that undermine strategic alignment with institutional goals.

Collaborative efforts across departments have been proven to enhance resource allocation and alignment with institutional goals,
resulting in improved project outcomes (Johnson et al., 2024). Despite these advancements, purchasing departments must remain
adaptable in the face of challenges such as budget constraints and supply chain disruptions, with agile procurement practices proving
crucial for resilience (Smith & Brown, 2023).

Despite the advancements in purchasing departments within higher education institutions, several gaps remain that hinder their overall
efficacy. There is often a disconnect between procurement strategies and institutional goals, with purchasing departments not fully
aligned with academic needs and priorities (Johnson et al., 2024). This misalignment can lead to inefficient resource allocation and
missed opportunities for cost savings.
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Furthermore, while sustainability initiatives are increasingly prioritized, the lack of standardized metrics for measuring the impact of
ethical sourcing complicates efforts to assess the effectiveness of these initiatives (Tharp & Davis, 2023). However, there are limited
studies regarding the process and effectiveness in the purchasing department. Reforms in higher education have led to a focus on
effectiveness, yet criteria for evaluating this effectiveness remain underexplored (Hagerer, 2019). Key factors such as communication,
decision-making quality, and motivation are essential for enhancing organizational performance.

This study explored employees’ understanding of efficiency, collaboration, process, and effectiveness of the purchasing department in
Liceo de Cagayan University. By examining these dimensions, the researcher sought to identify the strengths and weaknesses of the
purchasing department and provide insights that could enhance the design and delivery of work. The findings of this research
contributed to the broader discourse on the effectiveness of the purchasing department in higher education institutions, particularly in
terms of efficiency, collaboration, and process, for the personnel in charge. It also offered educational administrators valuable input to
inform their strategic decisions in enhancing institutional representation in addressing employees’ requests.

Research Questions

This study aimed to predict higher education institution employees' purchasing department effectiveness towards efficiency,
collaboration, and process. Specifically, the study sought to answer the following questions:

1.  What is the level of efficiency in terms of:
1.1 workload;
1.2 time management; and
1.3 communication?
2.  What is the level of collaboration in terms of:
2.1 feedback; and
2.2 solution?
3.  What is the level of process in terms of:
3.1 procedures;
3.2 protocols; and
3.3 orientation?
4. What is the level of effectiveness of employees in the purchasing department?
5. Is there a significant relationship between effectiveness and efficiency, collaboration, and the process of employees in the
purchasing department?
6. Which of the variables best predicts the effectiveness of employees in the purchasing department?

Methodology
Research Design

The nature of the present research necessitated the use of descriptive, correlational, and causal study. Descriptive research was used to
describe the characteristics of a population or phenomenon being studied. It did not answer questions about how or why things happened
but rather focused on the what aspect (Creswell, 2014). Although the data in this type of study could be gathered qualitatively, it was
frequently statistically examined, with relationships being found using statistics such as frequencies, percentages, and averages. In the
context of this study, problems 1 to 4 required the use of a descriptive research design.

A correlational study is a type of research method used to determine the relationship between two or more variables. Instead of
manipulating variables, researchers observed and measured them to identify patterns or associations (Fraenkel et al., 2019). The primary
aim was to understand whether changes in one variable corresponded to changes in another, without implying a cause-and-effect
relationship (Fraenkel et al., 2019).

The last problem was answered by a causal study, also known as causal research, which was a research method aimed at identifying
and establishing cause-and-effect relationships between variables. This type of study typically involves manipulating one or more
independent variables to observe the effect on one or more dependent variables (Creswell, 2014).

Since this study embraced the methodologies under the descriptive correlation and causal design, quantitative data were obtained first
from the respondents through survey questionnaires.

Respondents

The respondents included in this study were non-teaching employees from the three campuses of Liceo de Cagayan University. This
study employed probability sampling using a stratified random technique to determine the sample size. By employing probability
sampling, the researcher ensured that every element of a known population was included in the sample. The use of probability samples
allowed for thorough analysis to evaluate the probability and potential for bias and error. Random selection involved choosing sample
elements in a way that gave each individual in the population an equal chance of being selected. It was assumed that the characteristics
of the sample reflected those of the entire population from which it was drawn. Therefore, the first step in selecting a sample was
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defining the sample frame (Adwok, 2015).

One way to determine sample size was by using the method of stratified random sampling. This method involved dividing the
population into smaller groups, or strata, based on similar characteristics. Then, a random sample was taken from each stratum and
combined in proportion to the size of the stratum relative to the population (Qualtrics, 2021).

Utilizing the Raosoft sample size calculator was an easy process that helped researchers identify the suitable sample size for surveys
based on particular criteria (Viegas, 2023). To calculate the sample size with the Raosoft tool, the researcher entered the total number
of employees at Liceo de Cagayan University, which was 250, and indicated a confidence level of 95%. Additionally, the researcher
set a margin of error at 5% and chose to keep the estimate distribution at 50%. Subsequently, the calculator provided the necessary
sample size of 152 to achieve the desired confidence level and margin of error.

Instrument

Data for this research study were collected from self-administered surveys. Four (4) sets of questionnaires were used to gather the data
for this study to measure efficiency, collaboration, process, and effectiveness using a 5-point Likert scale.

A 5-point Likert Rating Scale was used to measure respondents’ attitudes regarding the extent to which they agreed or disagreed with
a particular statement (Losby & Wetmore, 2021). This scale was applied to assess agreement, likelihood, frequency, importance, and
quality (Khandelwal, 2021). Respondents selected from five choices on a 5-point Likert scale: Strongly Agree, Agree, Neutral,
Disagree, and Strongly Disagree.

Employees completed four (4) questionnaires. The first tool was the Efficiency Questionnaire, which evaluated the efficiency of
purchasing staff at Liceo de Cagayan University using a 5-point Likert scale (1 = strongly disagree, 5 = strongly agree). The second
instrument utilized in this study was the Collaboration Questionnaire, which assessed employee behavior in communication. The third
tool measured the processes of the purchasing staff within their department. Finally, the study examined the effectiveness of the
purchasing staff at Liceo de Cagayan University.

Once the quantitative data were gathered, they were processed and analyzed through descriptive statistics, including mean and standard
deviation. Validity and reliability tests, along with correlation analysis, were conducted to explore the relationship between the
variables. Furthermore, multiple regression analysis was employed to identify the predictors of effectiveness. The findings from the
quantitative data analysis were explained, elaborated upon, and interpreted, followed by the presentation of the conclusions and overall
interpretation. Additionally, the survey questionnaires developed by the researcher were verified by three (3) experts and tested for
reliability, accuracy, and significance prior to the commencement of the actual study.

Procedure
The investigator upheld the following procedures to obtain the desired data for this study.

Firstly, the instruments were prepared. Survey forms were generated for the participants, and each questionnaire had an identification
number written in the upper left corner. Next, it was necessary to obtain approval from the Dean of the School of Business,
Management, and Accountancy before distributing the survey to the intended participants and collecting data. The researcher personally
delivered formal letters to the Dean or Administrators of each department to request authorization to distribute test surveys and
questionnaires to the participants. These letters included the timeline for the execution of the study.

The third step involved meeting the participants on time. After receiving approval from the Dean of the School of Business,
Management, and Accountancy, the researcher personally met with each respondent or communicated with them online. Informed
consent forms were provided along with the survey forms. Establishing trust between the researcher and the participants was one of
the fundamental principles of research ethics and involved a clear agreement. By ensuring proper distribution and presentation of the
informed consent, participants willingly took part in the research with complete information about what it entailed and provided their
consent before participating. They were informed about the study's procedures, risks, benefits, and the confidentiality of the information
they provided.

The subsequent phase of data collection mainly involved preliminary activities before administering the survey questionnaires, during
which ethical considerations in conducting research were observed. When it came to ethical considerations, the researcher needed to
remember that ethics was a fundamental trait that needed to be nurtured to ensure the study was trustworthy and valid. Giving proper
attention and importance to ethical considerations was essential, as they played a vital role in every research study. The researcher
remained committed to the research's objective of conveying accurate information and preventing errors. Therefore, the researcher
adhered to the specified protocol assessment indicators and steps, especially focusing on inclusion criteria, recruitment, safety, informed
consent, risks, benefits, privacy and confidentiality of information, community considerations, and dissemination/data sharing plan
statements, among others.

The research followed the principle of justice when selecting participants, ensuring a fair distribution of relevant measures for study
participation. Predetermined inclusion and exclusion criteria were used to prevent bias. Participants were non-teaching employees of
Liceo de Cagayan University, the research location, and willingly consented to take part in the study. Furthermore, participants were
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chosen randomly based on the study's nature and objectives.

Additionally, it was clarified that the participants would not receive immediate, direct benefits from taking part in this research. Their
involvement in this study helped the researcher assess their views on the effectiveness of the purchasing department at Liceo de Cagayan
University and evaluate various organizational factors such as perspectives, communication, and workflow management.

In addition, the participants offered the researcher reliable and valid data regarding their work productivity and performance, which
were used for policy-making and could influence the work environment. The benefits of this study went beyond what was provided to
the employees of the Higher Education Institution (HEI) for whom the participants worked. By participating, they had the opportunity
to voice their opinions on various issues related to their current working conditions.

There was no financial compensation for taking part in this study, and participants were not reimbursed for any related expenses. Prior
to using the research tools, the researcher addressed transparency and conflicts of interest. Ensuring openness in the execution,
reporting, and publication processes enhanced the integrity and credibility of the research findings. The researcher took measures to
prevent bias and ensured that the characteristics of ethical research were not overshadowed by competing interests, whether financial
or non-financial.

The survey questionnaires were distributed after obtaining the participants' consent. However, individuals were free to withdraw their
consent at any time. If they chose to do so due to foreseeable reasons such as potential hazards, discomfort, or perceived negative
impacts, the researcher respected their decision and selected other participants randomly.

The study involved randomly selecting potential participants from the pool of 350 teaching and non-teaching employees at Liceo de
Cagayan University, using a method called stratified random sampling. Their honesty and cooperation were crucial as they responded
to the questionnaires to ensure unbiased results. The researchers hoped that they would willingly share their perspectives and opinions.

While respondents had the option to provide their names in the questionnaire, they could also use a pseudonym if they preferred to
remain anonymous. All questions, except for the name section, had a single response. They were required to fill in the necessary
information in the provided space or select the appropriate response. Honest answers to every question were expected from all
participants. The researcher collected all completed surveys and was available to address any concerns raised by the respondents.

During the survey administration, respondents were given sufficient time to complete the questionnaire and were encouraged to seek
clarification on any questions. If they chose to answer the questionnaires at home, they were reminded that they could reach out for
clarifications using the provided email address ctaprosta@liceo.edu.ph, or they could contact Dr. Dominic T. Polancos, MPA, LPT,
Director of the Research Ethics Board of Liceo de Cagayan University, via email at liceoreb@liceo.edu.ph or by phone at +63
9275718184.

Participation in the research study was voluntary, and respondents were free to withdraw at any point during the study. Those who
agreed to participate were asked to complete the survey questionnaire, which only took 10 to 15 minutes of their time.

When using the research questionnaire, the researcher ensured that each item did not show bias towards race, gender, sexual orientation,
religion, politics, or culture. This study emphasized the importance of research in managing public education and aimed to strengthen
research by considering purchasing department effectiveness and its relation to management variables, promoting evidence-based
decision-making.

After completing the survey questionnaires, the instruments were collected, and the responses were kept confidential for academic
purposes. The data were coded and stored securely, ensuring that no individual identities were used in any reports. Only essential
personnel had access to any identifying information.

The researcher handled the respondents' answers confidentially and disposed of the data appropriately once finalized. The ethical
standards of goodwill and respect were linked to the obligation to protect privacy and secrecy.

Respondents' personal information and details were used for academic purposes only, in compliance with the Data Privacy Act of 2012.
All respondents were adequately oriented in terms of sharing and disseminating the research findings.

The findings of this study were shared through various means, including publications and research conferences. Attending academic
events was a valuable way to stay updated with the latest studies and ideas in the education field. If there was an opportunity to publish
this study in a journal, the researcher was willing to do so to increase discoverability and preserve the work in educational research
archives.

Data Analysis
The following statistical tools were used to make the analysis and interpretation of data easier:

For problems 1, 2, 3, and 4, the researcher employed descriptive statistical analysis, such as the mean and standard deviation, to quantify
the level of efficiency, collaboration, process, and effectivity among purchasing department employees.

The mean (average) was considered the definitive and reasonable measure of central tendency (Bhandari, 2020). Using the mean, the
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researcher answered statement of problems one to four. The researcher needed insight regarding how much variation existed in the
responses from the respondents compared to the mean. For this reason, the researcher utilized standard deviation to quantify the data
set's dispersion from the calculated mean (Bhandari, 2020), which was determined as the square root of the variance (Hargrave, 2021).
The researcher discovered how the 250 employees’ responses clustered around the mean or spread out.

For problem number 5, the researcher used Pearson's r to establish the relationship among the variables if the data were normally
distributed; if not, the researcher used Spearman Rho or Kendall’s Tau Correlation. The researcher applied correlation statistics,
wherein, through this statistical tool, the degree of relationship among the variables was identified (Nickolas, 2021).

For problem number 6, the researcher used multiple linear regression to identify the variables that predict teacher burnout. The
researcher will predict, determine, and characterize the relationship between various indicators of the independent variables perceived
by the respondents and another variable: effectiveness. It is done statistically only using linear regression, wherein the degree and
nature of an influence between domains are determined accordingly. This discovers whether a relationship or influence between the
indicators exists at all (Devault, 2020; Beers, 2021). Using linear regression, the researcher answers the statement of problem number
six (6) in this study.

Results and Discussion

This section presents the data gathered from the conducted survey regarding the efficiency, collaboration, processes, and effectiveness
of employees in the Purchasing Department of Liceo de Cagayan University. The purpose of this section is to analyze and interpret the
results of the study, focusing on how various organizational factors, such as efficiency, collaboration, and process, relate to purchasing
employee effectiveness.

What is the level of efficiency in terms of workload, time management, and communication?

Table 1. The efficiency of employees in terms of time management
Statements Mean  SD  Description  Interpretation

1. The purchasing department prioritize purchasing tasks effectively based on urgency 435 055 Agree High
and importance.
2. The purchasing department set clear goals for my purchasing activities each week. 431 0.53 Agree High
3. The purchasing department allocate their time wisely across various purchasing tasks

. e . 433  0.52 Agree High
(e.g., sourcing, negotiations, order processing
4. The purchasing department often complete purchasing tasks ahead of deadlines. 431 0.62 Agree High
5. The purchasing department regularly review my purchasing schedule to stay on track 428 0.57 Agree High
6. The purc;hasmg depam’nent.workload is manageable within the standard working 437 058 Agree High
hours provided by the university.
;a"l;ltliec é);lrchasmg department has established guidelines for effective time management 429 056 Agree High
8.. I feel confident in purchasing department staff ability to manage multiple work 431 057 Agree High
simultaneously.
9. The purchasing department frequently meet deadlines without feeling rushed 433 0.58 Agree High
10. The umverS}ty provides adequate resources for improving staff productivity and time 439 056 Agree High
management skills.

Overall Mean 432  0.56 Agree High

Legend: Scale 5 (4.51-5.00)—Strongly Agree, Very High; 4 (3.51-4.50)—Agree, High; 3 (2.51-3.50)—Neutral, Moderate, 2 (1.51-2.50)—Disagree, Low; 1 (1.00—1.50)—Strongly Disagree, Very Low.

Table 1 presents the efficiency of purchasing employees in terms of time management. As shown in the table, employees obtained the
highest mean of (M= 4.39, SD= 0.56) for indicator 10, “The university provides adequate resources for improving staff productivity
and time management skills”. Followed by indicator 6 “The purchasing department workload is manageable within the standard
working hours provided by the university” (M= 4.37, SD= 0.58), and indicator 1 “The purchasing department prioritizes purchasing
tasks effectively based on urgency and importance” (M=4.35, SD= 0.55). where all of the responses are clustered around the mean.
The data suggested that the purchasing department employees recognized strong institutional support in terms of tools, training, and
systems that enhanced their time management.

This confirmed that the employees in the purchasing department perceived their workload as realistic and attainable within official
working hours. That task volume aligned with capacity, which was a critical factor in preventing burnout, promoting work-life balance,
and maintaining long-term productivity. The result aligned with the study of Ruohoniemi et al. (2017), where effective time
management was crucial for productivity and success in academic settings. Universities supported staff by providing resources and
training to improve time and effort management skills. Kelley et al. (2021) supported this result, showing that manageable workloads
positively influenced job satisfaction and reduced strain, which emphasized that work demands were aligned with time and resources,
enhancing both organizational performance and psychological health.

On the other hand, indicator 5, “The purchasing department regularly reviews my purchasing schedule to stay on track” (M =4.27, SD
= 0.57), obtained the lowest mean score among the indicators above. The responses of employees were clustered around the mean,
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indicating that most employees perceived schedule review practices as present and beneficial, but not as strongly as other time
management components. Since this score was the lowest among the indicators, it may imply a minor performance gap in terms of
routine monitoring and review of schedules. This could signal that, while scheduling existed, its regular review might not have been as
frequent, systematized, or proactive as needed, possibly leading to inefficiencies, overlooked deadlines, or reactive task adjustments.
According to Eon and Aguinis (2017), frequent schedule reviews enhance goal alignment and time use accuracy, especially in high-
responsibility roles like procurement. Without regular check-ins, people are more prone to time drift and task misalignment. Zheng et
al. (2015) argued that reviewing task progress consistently increases perceived control over time and improves task execution outcomes.
Irregular review cycles may lead to time pressure and last-minute adjustments.

The overall mean score of efficiency of employees in terms of time management is (M= 4.32, SD=0.56), where responses of employees
are clustered around the mean. categorized as agree and interpreted as High. This indicated a strong culture of time efficiency within
the purchasing department. Employees appear confident in managing deadlines, multitasking, and leveraging available resources to
maintain productivity. This strong overall result provides a benchmark for other departments in the university. The administration can
replicate successful practices in time management training and resource allocation across other units to ensure institutional
effectiveness. According to Islam et al. (2021), task prioritization, the consistent use of schedules, and the application of time
management tools were significantly linked to improved job performance among employees. These practices enhance focus, reduce
time wastage, and improve goal alignment, thereby contributing to greater work efficiency and effectiveness.

Table 2. The efficiency of employees in terms of communication

Statements Mean  SD  Description _ Interpretation

Their Information is communicated clearly and promptly 435 0.57 Agree High
2. I receive updates regarding their service in a timely manner. 429  0.57 Agree High
3. The purchasing department staff are easily accessible when needed. 443  0.52 Agree High
4. They use Communication channels (email, phone, chat) work effectively to attend the 442 055 Agree High
employees needs.
5. Feedback is solicited and acted upon 430 0.55 Agree High
6. Information provided by the purchasing department is easy to comprehend. 430 0.56 Agree High
7. T understand the procedures for making purchases through the department 432 054 Agree High
;El:iz Eurchasmg department provides adequate resources for understanding procurement 438 0.56 Agree High
9. Staff members in the purchasing department communicate professionally. 443  0.61 Agree High
10. The purchasing department offers support when I have questions about purchases. 4.43  0.56 Agree High

Overall Mean 436  0.55 Agree High

Legend: Scale 5 (4.51-5.00)—Strongly Agree, Very High; 4 (3.51-4.50)—Agree, High; 3 (2.51-3.50)—Neutral, Moderate; 2 (1.51-2.50)—Disagree, Low, 1 (1.00—1.50)—Strongly Disagree, Very Low.

Table 2 presents the responses of employees regarding the efficiency of the purchasing department’s communication practices. Based
on the table above, indicator 3 “The purchasing department staff are easily accessible when needed” (M=4.43, SD= 0.52), indicator 9
“Staff members in the purchasing department communicate professionally” (M=4.43, SD= 0.61), and indicator 10 “The purchasing
department offers support when I have questions about purchases” (M= 4.43, SD= 0.56). Employee responses for these indicators were
clustered around the mean. These results suggested a strong level of responsiveness, professionalism, and supportiveness among the
purchasing personnel. It reflected that the department had cultivated a positive communication culture, one that valued both
interpersonal clarity and technical responsiveness. Purchasing processes and supplier responsiveness in organizational performance
and sustainability. Wereda and Wereda (2023) found that effective purchasing cultures valued flexibility, stakeholder needs, and new
norms in response to challenges like the COVID-19 pandemic. Hassan and Barasa (2021) added that institutional factors such as staff
professionalism, organizational culture, institutional framework, and top management support positively influenced public procurement
performance.

On the other hand, purchasing employees obtained the lowest score on indicator 2, “I receive updates regarding their service in a timely
manner” (M= 4.29, SD= 0.57), where employees' responses are clustered around the mean. This may imply a minor area for
improvement in proactive service updates. While still positively received and interpreted as High, the result suggests there may be
occasional lapses in timeliness or consistency of updates provided by the department. According to Delana et al. (2020) Proactive
service can reduce consumer waiting times and tolerate occasional errors, especially in high-utilization systems. Proactive purchasing
service approaches can significantly improve service experiences and operational efficiency. Proactive interactions to prevent service
failures are generally preferred by consumers over reactive responses.

The overall mean score of efficiency of employees in terms of communication is (M=4.36, SD=0.55), where the responses are clustered
around the mean, categorized as agree and interpreted as high. The data reveal that the purchasing department demonstrates high
efficiency in communication, which is crucial for operational transparency, employee satisfaction, and procurement process
effectiveness. According to Yogyakarta and Yogyakarta (2018) Effective communication within purchasing departments is crucial for
operational efficiency in higher education institutions. This highlights the importance of clear communication between receiving and
purchasing departments to minimize errors and maintain quality standards during goods reception. This implied that clear
communication and timely feedback significantly influence employee satisfaction and task efficiency, particularly in support service
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functions.

Table 3. The efficiency of employees in terms of workload

Statements Mean SD  Description  Interpretation

1. They can manage multiple procurement projects without feeling overwhelmed. 431 054 Agree High
2. They have the necessary resources (tools, software, support) to manage their workload .

. 435 0.49 Agree High
effectively.
3. They know how to delegate tasks 3within the purchasing team when necessary 431  0.49 Agree High
4. They frequently meet deadlines for purchase orders and supplier communications. 428  0.55 Agree High
5. The volume of work they handle is manageable. 430 051 Agree High
6. They feel overwhelmed by the number of tasks assigned to them 417 0.64 Agree High
7. There are sufficient staff members in the purchasing department to manage their 423 058 Agree High
workload.
8. Their contributions are recognized and valued by management. 428  0.57 Agree High

9. There is a clear prioritization of tasks within the purchasing department that helps manage
workload effectively.

10. Feedback from administration regarding purchased items is taken into account when
making future procurement decisions within the department or unit (e.g., academic 427 0.54 Agree High
departments, administrative offices)

433  0.56 Agree High

Overall Mean 4.28 0.55 Agree High

Legend: Scale 5 (4.51-5.00)—Strongly Agree, Very High; 4 (3.51-4.50)—Agree, High; 3 (2.51-3.50)—Neutral, Moderate; 2 (1.51-2.50)—Disagree, Low; 1 (1.00—1.50)—Strongly Disagree, Very Low.

Table 3 presents the efficiency of employees in terms of workload. As shown in the table above, the indicator 2 “They have the
necessary resources (tools, software, support) to manage their workload effectively” holds the highest score of (M= 4.35, SD= 0.49),
where the employee responses are clustered around the mean. This indicates that employees have the necessary tools, software, and
support, indicating strong resource availability, which links high resources with greater performance and lower strain. According to
Demerouti et al. (2017) Job resources help employees manage job demands, buffer strain, and enhance motivation, engagement, and
performance. When employees have access to adequate resources—such as training, supportive supervision, clear communication, and
appropriate equipment—they are better equipped to perform their duties efficiently and effectively. Ultimately, the presence of
sufficient job resources contributes not only to improved individual performance but also to higher organizational productivity and a
healthier workplace environment.

On the other hand, employees obtained the lowest mean (M= 4.17, SD= 0.64) on indicator 6, “They feel overwhelmed by the number
of tasks assigned to them.” The responses of employees are clustered around the mean. where it indicated that, despite high resource
levels, some staff occasionally experience overload. Implementing improved task delegation, workload review processes, and stress-
management strategies would help close this gap. Workload overload without effective delegation or prioritization significantly
contributes to burnout, particularly in administrative and procurement roles, according to Riisgaard et al (2016). Task delegation can
positively impact job satisfaction and workload management. Staff generally view task delegation favorably, as it increases work
autonomy and contributes to job satisfaction. Recognition for increased responsibilities is important when delegating tasks to staff.

The overall mean for efficiency of employees in terms of workload scored at (M= 4.28, SD= 0.55), where responses of the employees
are clustered around the mean, which is categorized as agree and interpreted as High. The result reaffirms that the department generally
balances workload, resources, and organizational support effectively. Sharing best practices across the institution could support similar
success in other units. The result is in accordance with the study of Naidoo-Chetty and Du Plessis (2021), where academic units with
balanced job demands and robust resource support tend to be more effective. Their findings imply that sharing best practices from such
units can elevate performance across departments. Broetje et al. (2020) also agree that supervision, feedback, and autonomy boost work
engagement and performance. This supports the idea that combining workload balance, resources, and support leads to sustained
departmental success.

Table 4. Summary of Mean Scores for the level of efficiency among employees

Sub-variables Mean SD Description Interpretation
Time Management 4.32 0.56 Agree High
Communication 4.36 0.55 Agree High
Workload 4.28 0.55 Agree High
Overall Mean 4.32 0.55 Agree High

Legend: Scale 5 (4.51-5.00)—Strongly Agree, Very High; 4 (3.51-4.50)—Agree, High; 3 (2.51-3.50)—Neutral, Moderate; 2 (1.51-2.50)—Disagree, Low, 1 (1.00-1.50)—

Strongly Disagree, Very Low.
Table 4 presents a summary of mean scores for the level of efficiency among employees. As shown in the table, purchasing employees
obtained the highest mean score of (M =4.36, SD = 0.55) for communication. This reflected the purchasing department’s strength in
maintaining clear, professional, and responsive interactions through various channels. Effective communication has been linked to
improved coordination, trust, and performance in service-based and administrative environments. According to Hartiana et al. (2021),
effective communication played a crucial role in higher education institutions (HEIs), particularly in purchasing departments.
Communication audits measured the effectiveness of internal communication among employees, revealing areas of ineffectiveness
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such as information needs and openness. Murti et al. (2022) agreed with this result, stating that in procurement processes, effective
communication was essential for preventing fraud and ensuring smooth operations.

Furthermore, time management obtained a score of (M = 4.32, SD = 0.56), where the responses were clustered around the mean,
categorized as agree, and interpreted as high. This result demonstrated that employees were able to prioritize tasks, meet deadlines, and
use their working hours efficiently, practices associated with higher job satisfaction and reduced stress. According to Aminoff et al.
(2025), employees in procurement and particularly in purchasing departments tended to exhibit strong time management skills,
reflected in their capacity to prioritize tasks, respond swiftly, and manage multiple responsibilities without delay. Although specific
organizational studies on procurement time management were relatively scant, the significance of speed in procurement was noted,
emphasizing that in rapidly changing business environments, swift decision-making and efficient task execution were pivotal for
enhancing procurement performance and generating strategic value.

Moreover, workload holds the lowest mean obtained (M= 4.28, SD=0.55). The responses of employees are clustered around the mean,
which is also categorized as agree and interpreted as high. This indicates that while employees generally manage their workload
effectively, there may be instances where task distribution or staffing could be further optimized. The result is similar to the study of
Nuruzzaman et al. (2022), purchasing staff generally manage their workload effectively, yet there may be instances where task
distribution or staffing could be further optimized reflects an important efficiency nuance well-managed overall, but with room for
improvement. It was found that staff reallocation between departments with variable workload significantly improved workload balance
and efficiency, suggesting that systematic staffing adjustments can close performance gaps.

The overall mean of the summary of mean scores for the level of efficiency among employees was (M = 4.32, SD = 0.55), which was
categorized as "agree" and interpreted as high. Responses for this were clustered around the mean. The result suggested that the
department performed well across all examined dimensions. Purchasing employees were equipped with the necessary skills, resources,
and organizational support to carry out their roles effectively and collaboratively. According to Gualandris et al. (2018), procurement
units with strong internal communication and clear procedural workflows scored significantly higher in operational efficiency
assessments compared to units lacking such coordination. Pereira et al. (2020) also supported this, stating that a balanced workload and
adequate staffing in procurement teams led to enhanced performance metrics and fewer processing delays, demonstrating the impact
of efficient resource alignment.

What is the level of collaboration in terms of feedback and solution?

Table 5. Collaboration of employees in terms of feedback

Statements Mean  SD  Description __ Interpretation

1. The purchasing department effectively meets the needs of our organization. 432 054 Agree High
2. Communication from the purchasing department is clear and timely. 419  0.58 Agree High
3. The purchasing team is responsive to requests and inquiries. 425 0.56 Agree High
4. 1 feel that the purchasing department understands the priorities of the organization 429 0.54 Agree High
5. The processes and procedures in the purchasing department are efficient. 429 0.58 Agree High
6. I receive adequate updates on the status of my purchasing requests. 422 0.57 Agree High
7. The purchasing department maintains good relationships with their suppliers. 431 0.53 Agree High
8. I am satisfied with the quality of products and services procured by the department. 430 0.52 Agree High
9. Training and resources provided by the purchasing department are sufficient for my needs  4.26  0.53 Agree High
10. Overall, I believe the purchasing department adds significant value to our organization. 437 0.53 Agree High

Overall Mean 428 0.54 Agree High

Legend: Scale 5 (4.51-5.00)—Strongly Agree, Very High; 4 (3.51-4.50)—Agree, High; 3 (2.51-3.50)—Neutral, Moderate; 2 (1.51-2.50)—Disagree, Low, 1 (1.00—1.50)—Strongly Disagree, Very Low.

Table 5 presents the collaboration of employees in terms of feedback. As shown in the table, the highest obtained is from indicator 10:
“Overall, I believe the purchasing department adds significant value to our organization” (M= 4.37, SD= 0.53), where employees'
responses are clustered around the mean. The result indicated that suggests that the purchasing department is not merely functioning
in an administrative capacity but is seen as a strategic contributor to institutional goals. This implies that employees perceive
procurement as driving cost savings, operational support, supplier performance, and even innovation. Vanichchinchai (2023) found
that breakdowns in communication within supply chains, including procurement, result in duplicated work, coordination issues, and
missed deadlines. This evidence supports the need for procurement teams to implement fast, structured communication channels such
as regular status updates, shared dashboards, and prioritized messaging to maintain trust and operational efficiency across departments.

On the other hand, purchasing employees obtained the lowest mean (M= 4.19, SD= 0.58) for indicator 2 “Communication from the
purchasing department is clear and timely”’; responses for this indicator are clustered around the mean. This result indicated that there
were minor inconsistencies or delays in communication. Effective information sharing is crucial in procurement, as breakdowns can
erode trust and efficiency. While some communications meet expectations, others fall short. According to Kaufmann and Yancey
(2020), even minor communication lapses within procurement processes, such as delayed status updates or unclear messaging, can
create bottlenecks, duplicated efforts, and complications in interdepartmental collaboration, underscoring the need for more consistent
and timely information flow.

The overall mean for the collaboration of employees in terms of feedback is (M= 4.28, SD= 0.54), categorized as agree and interpreted
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as high, where employee responses are clustered around the mean. The data suggested that the purchasing employees have strong
relational and procedural strength in procurement processes. High collaboration and feedback efficiency reflect integrated processes
and strong internal-external linkages, aligning with best practices in performance-driven procurement. These qualities align with best
practices in performance-driven procurement, where integrated internal—external collaboration is crucial. According to Ganeshan et al.
(2018), supply chain units exhibiting strong internal communication, shared goals, and joint activities achieve higher operational
performance and collaboration advantages mirroring your department’s strengths in procedural clarity and feedback efficiency.

Table 6. Collaboration of employees in terms of the solution
Statements Mean  SD  Description _ Interpretation

1. Implementing a centralized system would improve the purchasing efficiency. 434  0.55 Agree High
2. Regular feedback sessions between the purchasing team and other departments would lead

to better collaboration. 433055 Agree High
3. Utilizing data analytics to track purchasing trends would enhance decision-making. 435 0.53 Agree High
4. Establishing clearer guidelines for supplier selection would improve the procurement 437 054 Agree High
outcomes.
5. Creating a shared knowledge base for purchasing procedures would streamline processes. 437 0.53 Agree High
6. More freq}lent updates on the status of procurement requests would enhance 438 0.52 Agree High
communication.
7. The purchasing department provides sufficient support during the procurement process 434  0.57 Agree High
8. The resources provided by the purchasing department are helpful. 435 0.52 Agree High
9. The purchasing department effectively manages budgets for departmental purchases. 429  0.52 Agree High
10. There is an effective mechanism for providing feedback on purchases made through the 429 0.52 Agree High
department

Overall Mean 434 0.53 Agree High

Legend: Scale 5 (4.51-5.00)—Strongly Agree, Very High; 4 (3.51-4.50)—Agree, High; 3 (2.51-3.50)—Neutral, Moderate; 2 (1.51-2.50)—Disagree, Low, 1 (1.00-1.50)—Strongly Disagree, Very Low.

Table 6 presents the collaboration of employees in terms of the solution. As shown in the table above, the highest obtained belongs to
indicator 6, “More frequent updates on the status of procurement requests would enhance communication.” (M= 4.38, SD= 0.54),
where employee responses are clustered around the mean. The data suggested that the employee demand for timely and consistent
communication is a foundational component of effective procurement collaboration. It underscores the need for systems that provide
real-time updates. According to Kosmol et al. (2019), improved communication systems, such as procurement tracking platforms and
automated alerts, significantly enhance transparency and interdepartmental collaboration, reducing response time and increasing
satisfaction.

On the other hand, the lowest obtained belongs to indicator 9, “The purchasing department effectively manages budgets for
departmental purchases.” (M= 4.29, SD= 0.52) Moreover, indicator 10 “There is an effective mechanism for providing feedback on
purchases made through the department” (M= 4.29, SD= 0.52). This result may reflect a need for greater budget transparency and the
development of structured feedback mechanisms within the procurement process. In particular, effective budget tracking is essential to
ensure that purchasing activities are aligned with financial limits, priorities, and compliance requirements. When budget data is not
communicated clearly or consistently, departments may be unaware of real-time spending capacity, which can result in overspending,
delayed acquisitions, or inefficient allocation of funds. Similarly, feedback, especially from end-users and stakeholders, is critical for
continuous improvement in procurement. Without formal channels to collect, review, and act on feedback, the purchasing department
may miss opportunities to enhance supplier selection, order accuracy, and service quality. According to Jing et al. (2021) Both budget
transparency and feedback integration are recognized in procurement literature as pillars of accountability, risk reduction, and strategic
alignment. Even in a highly rated procurement environment, the absence of robust mechanisms in these areas could impair agile
decision-making and long-term performance optimization. Tassabehji and Moorhouse (2022) emphasized that feedback loops and
financial controls must be embedded in procurement workflows to improve accountability, foster learning, and ensure strategic
alignment.

The overall mean for the collaboration of employees in terms of solution is M= 4.34 (SD= 0.53), which is categorized as agree and
interpreted as high. The employee responses for this are clustered around the mean. This consistent level of agreement suggests that
employees perceive the purchasing department not only as responsive and supportive but also as open to innovation and continuous
improvement.

Notably, the data indicate a shared recognition of the importance of digital tools, structured communication, feedback systems, and
standardized guidelines in optimizing procurement outcomes. reflect a mature and forward-thinking procurement function, where
collaboration is not only operationally embedded but also proactively enhanced through technology, training, and structured problem-
solving. These practices are consistent with global trends in procurement modernization and position the department as a strategic
enabler within the institution. According to Sudusinghe and Seuring (2021), collaborative supply chain practices, including integrated
processes and frequent communication, directly improve coordination and operational performance, mirroring how your department
operates on a high level. Iyer et al. (2019) added that inter-functional coordination and learning-oriented collaboration significantly
drive performance outcomes, underscoring the value of structured internal cooperation.
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Table 7. Summary of Mean Scores for the level of collaboration among employees

Sub-variables Mean SD Description Interpretation
Feedback 4.28 0.54 Agree High
Solution 4.34 0.53 Agree High
Overall Mean 4.31 0.53 Agree High

Legend: Scale 5 (4.51-5.00)—Strongly Agree, Very High, 4 (3.51-4.50)—Agree, High; 3 (2.51-3.50)—Neutral, Moderate; 2 (1.51-2.50)—Disagree, Low, 1

(1.00-1.50)—Strongly Disagree, Very Low.
Table 7 presents the summary of mean scores for the level of collaboration among employees. As shown in the table, purchasing
employees obtained the highest mean score for solution (M = 4.34, SD = 0.53), where the responses were clustered around the mean.
This indicated that employees highly valued collaborative efforts directed at finding practical and strategic solutions in procurement.
The data suggested that there was confidence in centralized systems, structured guidelines, and knowledge sharing as tools to improve
procurement efficiency and interdepartmental collaboration. Muhwezi et al. (2023) highlighted that integrated electronic linkages and
standardized procedures across internal and external supply chains, such as centralized systems and shared procurement workflows,
significantly enhanced procurement performance through improved coordination and data consistency.

Furthermore, collaboration in terms of feedback obtained the lowest score (M = 4.28, SD = 0.54), which was categorized as agree and
interpreted as high, with employee responses clustered around the mean. The result suggested that there was room for improvement in
structured feedback systems. Employees may have felt that, while collaboration existed, feedback loops (e.g., updates on request status,
post-procurement reviews, or suggestion mechanisms) were less consistent or actionable. Tassabehji and Moorhouse (2022)
emphasized that feedback and two-way communication were essential for continuous improvement in procurement performance and
strategic alignment. Weaknesses in this area could have led to missed learning opportunities and reduced employee engagement.

The overall mean for the summary of mean scores for the level of collaboration among employees was (M = 4.31, SD = 0.53), which
was categorized as agree and interpreted as high, with employees’ responses clustered around the mean. The result signified a high and
consistent level of collaboration among purchasing employees, indicating that both strategic (solution-oriented) and relational
(feedback-related) aspects of collaboration were well practiced. It suggested that the department functioned with a shared vision,
operational clarity, and a commitment to stakeholder engagement. The result was in consonance with the study of Turkulainen et al.
(2017), which found that departments with a shared strategic vision and well-integrated processes, including coordinated knowledge
exchange, achieved higher procurement efficiency and partner engagement.

What is the level of process in terms of procedures, protocols, and orientation?

Table 8. Process of purchasing employees in terms of procedure

Statements Mean  SD  Description  Interpretation

1. The purchasing procedures are clearly documented and easily accessible. 432  0.59 Agree High
2. The purchasing procedures are effective in guiding their decision-making. 432  0.52 Agree High
3. The purchasing procedures are regularly reviewed and updated as needed. 428 0.52 Agree High
4. The procedures allow for flexibility in handling unique purchasing situations. 430 0.51 Agree High
5. I receive timely feedback regarding my adherence to purchasing procedures. 423 0.55 Agree High
6. The purchasing procedures facilitate effective communication with suppliers. 433 049 Agree High
7. I understand the steps involved in the purchasing process. 432  0.57 Agree High
8. I believe that our current procurement methods minimize delays. 426 0.59 Agree High
9. They have received adequate training regarding purchasing procedures. 429 0.57 Agree High
10. The purchasing process is efficient and timely. 430 0.58 Agree High

Overall Mean 429 0.54 Agree High

iegend: Scale 5 (4.51-5.00)—Strongly Agree, Very High; 4 (3.51-4.50)—Agree, High; 3 (2.51-3.50)—Neutral, Moderate; 2 (1.51-2.50)—Disagree, Low; 1 (1.00-1.50)—Strongly Disagree, Very

OW.

Table 8 shows the process of purchasing employees in terms of procedure. As presented in the table above, purchasing employees
obtained the highest mean of (M= 4.33, SD= 0.49) for indicator 6, “The purchasing procedures facilitate effective communication with
suppliers.” This result highlights the department’s strength in supplier communication, a critical aspect of efficient procurement. Well-
designed procedures that streamline supplier interactions are essential for accuracy, transparency, and timely procurement outcomes.
According to Sagi et al. (2015), procurement procedures that include well-defined communication frameworks with suppliers lead to
improved relational performance and reduced transactional friction. On the other hand, the lowest score obtained belongs to indicator
5, “I receive timely feedback regarding my adherence to purchasing procedures” (M= 4.23, SD= 0.55). The data suggests a minor gap
in monitoring or communication related to procedural compliance. Employees may not consistently receive actionable feedback on
how well they follow procedures, which can limit accountability and continuous improvement. Awaysheh and Klassen (2015) argue
that monitoring mechanisms such as internal verification or performance audits enhance compliance and workplace accountability,
helping organizations maintain consistent quality and reduce inefficiencies. Their cross-industry analysis underscores that gaps in
feedback systems are linked to transactional risks and missed improvement opportunities.

The overall mean for the process of purchasing employees in terms of procedure is (M= 4.29, SD= 0.54), which is categorized as agree
and interpreted as high, with employee responses clustered around the mean. The result indicates a high level of employee agreement
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that purchasing procedures are clear, useful, and functionally effective. The data suggests that processes are documented, flexible,
regularly reviewed, and integrated into daily operations. The results reflect a procedurally mature procurement function, where
operational clarity supports efficient purchasing and strong supplier engagement. According to De Aratijo et al. (2017), purchasing
management found that organizations with well-documented, standardized, and regularly reviewed procurement procedures tend to
showcase higher supplier performance, minimize delays, and improve stakeholder satisfaction, signaling a mature procurement
function with operational clarity and integration.

Table 9. Process of purchasing employees in terms of protocol

Statements Mean  SD  Description _ Interpretation

1. The purchasing department consistently follows established protocols for supplier selection. 4.29  0.51 Agree High
2. There is clear communication regarding purchasing procedures within the department 435 0.52 Agree High
3. Th'e.purchasing policies are regularly reviewed and updated to reflect current market 427 056 Agree High
conditions.

4. The department effectively manages supplier relationships to ensure quality and reliability.  4.30  0.50 Agree High
5. Staff members are adequately trained on the purchasing protocols and best practices.. 430 0.57 Agree High
6. The purchasing department prioritizes cost- effectiveness in all procurement decisions. 431  0.52 Agree High

7. The purchasing department effectively collaborates with other departments to understand

. 432  0.53 Agree High

their needs.
8. Feedback from department is actively sought and considered in the purchasing process. 431  0.52 Agree High
9. I feel that my needs as an employee are prioritized by the purchasing department 432  0.55 Agree High
10. I believe there is accountability within the purchasing process 431  0.50 Agree High
Overall Mean 430 0.52 Agree High

Legend: Scale 5 (4.51-5.00)—Strongly Agree, Very High; 4 (3.51-4.50)—Agree, High; 3 (2.51-3.50)—Neutral, Moderate; 2 (1.51-2.50)—Disagree, Low, 1 (1.00-1.50)—Strongly Disagree, Very Low.

Table 9 presents the process of purchasing employees in terms of protocol. As shown in the table, the highest mean obtained belongs
to indicator 2, “There is clear communication regarding purchasing procedures within the department” (M= 4.35, SD= 0.52). This
indicates that employees perceive the department’s internal communication as consistent and effective. Transparency in protocols likely
contributes to efficiency and builds confidence among employees involved in procurement. According to Silva, R. and Matos, F.
(2021), effective internal communication of procurement procedures contributes significantly to organizational agility and staff
empowerment in purchasing decisions. Clear communication and consistent practices are strengths of the purchasing department. On
the other hand, the lowest mean obtained belongs to indicator 3, “The purchasing policies are regularly reviewed and updated to reflect
current market conditions.” (M= 4.27, SD= 0.56). This suggests a minor lag in policy revision relative to dynamics. The score could
indicate that employees occasionally encounter outdated or rigid policies, which may limit flexibility or responsiveness. Valk and
Wynstra (2015) emphasized the importance of continuously adapting procurement policies to match market volatility, which enhances
value creation and minimizes procurement risks. Slight improvement may be needed in how frequently protocols are reviewed to stay
aligned with fast-changing market conditions.

The overall mean for the purchasing employees’ process in terms of protocol was M = 4.30 (SD = 0.52), categorized as agree and
interpreted as high, with employee responses clustered around the mean. The result reflected a high level of adherence to purchasing
protocols. Employees agreed that the department maintained well-established, transparent processes and fostered strong
interdepartmental collaboration. The emphasis on cost-effectiveness, accountability, and responsiveness to feedback suggested a well-
rounded, strategically aligned procurement function. This result was similar to the findings of Gadde and Wynstra (2018), who
explained that procedural maturity in procurement marked by protocol adherence, internal collaboration, and strategic responsiveness
is a key enabler of cost control, compliance, and supplier performance.

Table 10. Process of purchasing employees in terms of orientation

Statements Mean  SD  Description Interpretation

1. The purchasing department clearly communicates its mission and goals to all employees. 431 0.53 Agree High
2. There is a strong alignment between the purchasing .
department's objectives and the overall organizational strategy. 435050 Agree High
t3e.a];:nmployees in the purchasing department understand their roles and responsibilities within the 436 052 Agree High
fl. The pgrchasmg department effectively integrates sustainability and ethical considerations into 433 051 Agree High
1ts operations.
5. There is a strong emphasis on teamwork and collaboration within the purchasing 433 0.52 Agree High
department.
6. The department actively seeks input from stakeholders to improve its orientation and processes. 4.33  0.50 Agree High
7. Employees feel supported by management in their efforts to achieve departmental goals. 434  0.51 Agree High
8. The. purchasmg department regularly assesses its performance against established benchmarks 433 050 Agree High
and objectives
9. Ibelieve that they provide good value for money in their procurement activities. 433  0.57 Agree High
10. There is a strong sense of camaraderie among purchasing staff. 436  0.54 Agree High

Overall mean 433  0.52 Agree High

Legend: Scale 5 (4.51-5.00)—Strongly Agree, Very High; 4 (3.51-4.50)—Agree, High; 3 (2.51-3.50)—Neutral, Moderate; 2 (1.51-2.50)—Disagree, Low; 1 (1.00—1.50)—Strongly Disagree, Very Low.
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Table 10 presents the process of purchasing employees in terms of orientation. As shown in the table, the highest mean obtained belongs
to indicator 3 “Employees in the purchasing department understand their roles and responsibilities within the team.” (M= 4.36, SD=
0.52) and indicator 10 “There is a strong sense of camaraderie among purchasing staff.” (M= 4.36, SD= 0.54). These results indicate a
high level of internal orientation within the purchasing team, reflecting a well-structured and supportive work environment where
employees clearly understand their individual roles and responsibilities. This clarity reduces confusion, enhances accountability, and
promotes consistent performance across procurement activities. Additionally, the strong sense of camaraderie among employees
suggests a culture of mutual respect and collaboration, which boosts morale and encourages open communication. Such an environment
not only facilitates smoother operations but also strengthens team cohesion, ultimately contributing to increased efficiency, reduced
errors, and improved overall departmental outcomes. When employees feel connected and aligned with their team and goals, they are
more likely to contribute proactively and sustain high levels of engagement and productivity. According to Weimar et al. (2017)
purchasing team operates within a well-structured and supportive environment, where clear role definitions and interpersonal rapport
foster efficiency, accountability, and consistent performance. Employees understand their responsibilities, collaborate freely, and feel
connected, factors known to boost morale and reduce confusion.

On the other hand, the lowest mean obtained belongs to indicator 1, “The purchasing department clearly communicates its mission and
goals to all employees.” (M= 4.31, SD= 0.53). This indicates a need to bolster strategic communication within the purchasing
department. Ensuring that all employees fully grasp the overarching mission and long-term objectives can enhance alignment, foster
deeper engagement, and empower more autonomous decision-making. According to Kim et al. (2020), clear communication of strategic
goals strengthens role clarity and employee engagement, ultimately improving performance outcomes. For example, a study examining
employee perception in firms found that strategic alignment fosters goal clarity and engagement, which serve as critical conduits for
translating organizational vision into everyday behaviors and higher operational performance.

The overall mean for the process of purchasing employees in terms of orientation is (M= 4.33, SD= 0.52), categorized as agree and
interpreted as high. Employee responses were clustered around the mean. The results reflect a strong orientation process in the
purchasing department, with high agreement indicating that employees are strategically aligned with organizational goals, ethically
and sustainability aware, and feel supported by management. Effective collaboration further suggests a cohesive and engaged team,
contributing to a well-functioning and purpose-driven procurement unit. According to Wiyono et al. (2025), when employees clearly
understand their roles and receive active management support for ethical and sustainability goals, it significantly enhances both role
clarity and decision alignment, leading to superior procurement outcomes.

Table 11. Summary of Mean Scores for the level of process among employees

Statements Mean SD Description _Interpretation
Procedure 4.29 0.54 Agree High
Protocol 4.30 0.52 Agree High
Orientation 4.33 0.52 Agree High
Overall Mean 431 0.53 Agree High

Legend: Scale 5 (4.51-5.00)—Strongly Agree, Very High; 4 (3.51-4.50)—Agree, High; 3 (2.51-3.50)—Neutral, Moderate; 2 (1.51-2.50)—

Disagree, Low, 1 (1.00-1.50)—Strongly Disagree, Very Low.
Table 11 presents the summary of mean scores for the level of process among employees. As shown in the table, purchasing employees
obtained the highest mean (M= 4.33, SD= 0.52) for Orientation. This implied that employees are well-informed about their roles,
aligned with organizational goals, and supported by a clear departmental direction. This suggests that the department fosters a strategic
and inclusive environment where staff are purpose-driven and well-integrated. According to Smith and Thomas (2023), clear and
specific communication of organizational goals and roles alongside performance metrics strongly improves employee focus, ownership,
and collaborative behavior.

Furthermore, purchasing employee protocol holds the second-highest mean obtained (M= 4.30, SD= 0.52), showing that employees
believe established purchasing rules and standards are consistently followed, with clear accountability and collaboration across units.
This promotes efficiency, transparency, and uniformity in procurement practices. The result of this study is similar to the study of
Anjum and Khan (2024). When employees affirm that established purchasing rules and standards are consistently followed, with clear
accountability and cross-unit collaboration, it suggests a mature procurement function underpinned by structured governance. This
promotes efficiency, transparency, and uniformity throughout processes.

Moreover, the purchasing employee procedure holds the lowest mean obtained (M= 4.29, SD= 0.54). This implies that employees
finding the purchasing processes well-documented, flexible, and aligned with daily operations reflects a mature and responsive
procurement system. Clear documentation ensures that staff can easily follow standardized procedures, reducing errors and enhancing
consistency across tasks. According to Issah et al. (2025), units with well-documented procedures, integrated flexible workflows, and
alignment with operational needs significantly improved both efficiency and supplier performance. Responsiveness to change and
clarity in processes were key success factors.

The overall mean for the summary of mean scores for the level of process among employees is (M= 4.31, SD= 0.53), categorized as
agree and interpreted as high, with employee responses clustered around the mean. This implied that the purchasing department
maintains a well-structured, reliable process framework characterized by clarity, consistency, and strong internal coordination. The
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high level of agreement across all components implies that the department’s operational processes are not only functioning effectively
but are also well-understood and accepted by the personnel involved. According to Rahimi et al. (2016), standardized procurement
procedures supported by integrated information systems enhance efficiency, process transparency, and interdepartmental collaboration.
Standardized procedures and information integration significantly improved coordination and reduced transaction errors in
procurement operations.

What is the level of effectiveness of employees in the purchasing department?

Table 12. The level of effectiveness of purchasing employees

Statements Mean  SD  Description _ Interpretation

1. The physical facilities are visually appealing. 433  0.53 Agree High
2. Staff appearance is neat and professional. 430 0.52 Agree High
3. The materials associated with the service (e.g., brochures, websites) are visually 430 051 Agree High
appealing.
4. The service is performed accurately and dependably. 435 0.53 Agree High
5. The department provides the promised service consistently. 429 0.53 Agree High
6. 1can rely on the purchasing department to handle my needs. 431  0.57 Agree High
7. The service is performed right the first time. 433  0.56 Agree High
8. The purchasing department staff is willing to help other employees 439 0.55 Agree High
9. The purchasing department staff provides prompt service. 436 0.54 Agree High
10. The purchasing department responds quickly to employee inquiries. 429 0.53 Agree High
11. The purchasing department staff are proactive in addressing customer needs 428 0.54 Agree High
12. The purchasing department staff is knowledgeable about the services needed by the 430 055 Agree High
employee.
13. I feel safe in my transactions with the purchasing department. 431 0.55 Agree High
14. Purchasing department employees are courteous and respectful. 433  0.56 Agree High
15. The department instills confidence in other employees. 431  0.55 Agree High

Overall 432  0.54 Agree High

Legend: Scale 5 (4.51-5.00)—Strongly Agree, Very High; 4 (3.51-4.50)—Agree, High; 3 (2.51-3.50)—Neutral, Moderate; 2 (1.51-2.50)—Disagree, Low; 1 (1.00—1.50)—Strongly Disagree, Very Low.

Table 12 presents the level of effectiveness of purchasing employees. As shown in the table, the highest obtained mean belongs to
indicator 8, “The purchasing department staff is willing to help other employees” (M= 4.39, SD= 0.55). The result suggests that
employees perceive the purchasing department staff as approachable, responsive, and eager to support others beyond their direct
responsibilities. This willingness to assist indicates strong interpersonal relationships within the workplace and can foster a cooperative
atmosphere that enhances both internal service delivery and overall productivity. Such behaviors contribute to building trust and a
supportive work environment, which are essential for achieving cross-departmental goals. According to Balinado et al. (2021) High
service effectiveness is closely tied to staff responsiveness and willingness to assist, which researchers identify as key drivers of internal
satisfaction and quality perceptions.

Followed by indicator 9 “The purchasing department staff provides prompt service” (M= 4.36, SD= 0.54), the data suggests that
employees perceive the purchasing department staff as timely and efficient in delivering services. Prompt service is a critical component
of internal service quality, as it reduces delays, supports department workflows, and ensures that procurement tasks are completed
within expected timeframes. This reflects that the department has likely established clear service timelines, streamlined request
processing, and responsive communication channels. According to Bouslah et al. (2017) High service effectiveness is closely linked
to staff responsiveness and willingness to help, qualities that are often reflected in timely delivery, which in turn signals competence
and dependability. This timely performance strengthens trust between support units and end-users, reinforcing the notion that a
proactive purchasing team can maintain smooth workflow continuity.

On the other hand, the lowest mean obtained belongs to indicator 11, “The purchasing department staff are proactive in addressing
customer needs” (M= 4.28, SD= 0.54). This indicates that proactivity in the purchasing department involves anticipating the needs of
other departments, suggesting solutions before issues arise, and continuously improving service delivery. Results implied that while
the employees are reactive and dependable when approached, they might not consistently take the initiative to foresee needs or innovate
processes unless prompted. Strengthening proactive behaviors could increase efficiency, reduce delays, and enhance overall user
satisfaction. This finding is supported by the study of Vlahakis et al. (2019) proactive procurement frameworks, such as those involving
forecasting and early event detection, significantly improve order efficiency, agility, and cost management, underscoring the value of
forward-looking procurement behavior.

The overall mean for the level of effectiveness of purchasing employees is (M= 4.32, SD= 0.54), categorized as agree and interpreted
as high, with employee responses clustered around the mean. This reflects a generally high level of satisfaction with the purchasing
department’s effectiveness across all service dimensions. The results in areas like service accuracy, promptness, dependability, and
professionalism demonstrate that the department is functioning reliably and is viewed positively. This suggests that both the tangible
(e.g., materials and facilities) and intangible (e.g., employee behavior, responsiveness) aspects of service are well managed. Employees
feel respected, secure, and confident in their interactions with the purchasing staff, which reinforces organizational efficiency and
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employee morale. This level of performance indicates a mature service unit with well-defined standards and consistent delivery.
According to Jatmika and Abdurrahman (2023) High service effectiveness within the purchasing department—evidenced by high
ratings across tangibles, reliability, responsiveness, assurance, and empathy—strongly aligns with core dimensions of the well-
established SERVQUAL framework. Among these, reliability is widely recognized as the most critical factor affecting service quality
and stakeholder satisfaction. This underscores that when a department consistently delivers accurate, dependable, and professional
services backed by timely responsiveness and courteous behavior, it fosters internal trust, supports operational efficiency, and elevates
staff confidence.

Is there a significant relationship between effectiveness and efficiency, collaboration, and the process of employees in the
purchasing department?

Hol: There is no significant relationship between effectiveness and efficiency, collaboration, and the process of employees in the
purchasing department

Table 13. Results of Pearson R Correlation Analysis for the significant relationship between Efficiency,
Collaboration, Process, and Effectiveness

Variables R P-value Interpretation
Effectiveness of employees

Time Management 0.668*** .000 Significant
Communication 0.633*** .000 Significant
Workload 0.615%** .000 Significant
Efficiency 0.718*** .000 Significant
Feedback 0.695%** .000 Significant
Solution 0.684*** .000 Significant
Collaboration 0.772%%* .000 Significant
Procedure 0.641%** .000 Significant
Protocol 0.7117%** .000 Significant
Orientation 0.812%** .000 Significant
Process 0.807*** .000 Significant

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

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

**% Correlation is significant at the 0.001 level (2-tailed)
Table 13. presented the results of pearson r correlation analysis for the significant relationship between efficiency, collaboration,
process, and effectiveness. As shown in the table, purchasing employees' time management (r = 0.668, p < .000) showed a strong
positive correlation towards their effectiveness in Liceo de Cagayan University. This indicates that purchasing employees have better
time management practices, such as prioritizing tasks, setting clear schedules, and meeting deadlines, which enhance employee
effectiveness. When staff manage their time wisely, they become more productive, dependable, and less prone to delays. This result
is similar to the findings of Dunmade et al. (2020), who found a significant relationship between time management practice and
employees’ effectiveness, indicating that effective time management enhances employee performance.

Moreover, communication (r = 0.633, p <.000) also showed a strong positive correlation towards the effectiveness of purchasing
employees in Liceo de Cagayan University. This means that communication is strongly linked to purchasing employee effectiveness.
This includes their timely updates, clear procedures, and responsive interactions between the purchasing department and stakeholders.
Clear communication reduces errors, aligns expectations, and improves service satisfaction. It also boosts team cohesion and
operational transparency. According to Raina (2016), higher levels of downward, upward, and horizontal communication were
associated with increased organizational effectiveness, as it demonstrates a positive correlation between effective communication and
organizational or team effectiveness.

Furthermore, workload (r=0.615, p <.000) also showed a strong positive correlation towards the effectiveness of purchasing employees
in Liceo de Cagayan University. This showed that purchasing employees are more effective when their workload is manageable.
Overburdened staff may experience burnout, mistakes, and reduced motivation, while balanced task distribution leads to better focus
and output. According to Nuwaha et al. (2023) There is a significant positive correlation between workload and their effectiveness. A
balanced workload prevents burnout and maintains service quality in procurement roles.

In addition, efficiency (r =0.718, p <.000) showed a very strong positive correlation towards the effectiveness of purchasing employees
in Liceo de Cagayan University. The data suggests that when purchasing, employees work efficiently with minimal delays and
streamlined processes, their overall effectiveness improves significantly. The result is in consonance with the study of Choi and Jung
(2017), who found a strong correlation between efficiency and effectiveness among university staff, with variations based on education
level, with demonstrated a robust connection between the two variables.

Further, feedback (r = 0.695, p <.000) showed a strong positive correlation towards the effectiveness of purchasing employees in Liceo
de Cagayan University. This indicates that when purchasing employees receive and act on feedback, they refine their services, correct
inefficiencies, and better meet expectations. Regular feedback also motivates performance improvement and keeps employees aligned
with evolving standards. These findings are similar to the study of Schneider and Ledford (2020), where Research consistently shows
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that a favorable feedback environment correlates positively with employee performance and effectiveness. A supportive feedback
culture enhances communication, boosts morale, and fosters a sense of psychological safety, allowing employees to engage in
continuous learning and self-improvement. Moreover, when feedback is timely, constructive, and aligned with organizational goals, it
not only improves individual performance but also contributes to greater team collaboration and organizational efficiency.

In contrast, solution (r = 0.684, p <.000) also showed a strong positive correlation towards the effectiveness of purchasing employees
in Liceo de Cagayan University. This variable reflects proactive problem-solving. When a purchasing staff is empowered to propose
improvements or resolve issues early, their effectiveness increases. This finding promotes the culture of innovation and ownership
within purchasing roles. According to Nusraningrum et al. (2024) olution-focused culture characterized by empowerment, task
significance, social support, and transformational leadership was a key driver of enhanced job performance among industrial workers,
where it was associated with their effectiveness.

Likewise, collaboration (r = 0.772, p <.000) showed a very strong positive correlation towards purchasing employees' effectiveness in
Liceo de Cagayan University. This implies that when employees work together, share information, and support each other, they achieve
common goals more effectively. Team-based efforts reduce silos and enable cross-functional alignment, which is crucial in
procurement where multiple departments interact. These findings are similar to the study of Ali et al. (2024), where the positive impact
of collaboration on employee effectiveness and related outcomes in employee setting the collaboration correlate with improved team
effectiveness and work readiness.

Consequently, procedure (r = 0.647, p <.000) showed a strong positive correlation towards the effectiveness of purchasing employees
in Liceo de Cagayan University. This result supports the idea that structured workflows reduce ambiguity, improve compliance, and
ensure consistency in service delivery. Employees who follow established procedures tend to complete tasks more accurately and
efficiently. According to Laili et al. (2023), procedures found that proper implementation positively impacts employee work
effectiveness, as employee awareness and understanding of these procedures can enhance their effectiveness and trust in the grievance
redressal system.

By the same token, protocol (r = 0.711, p <.000) showed a very strong positive correlation towards the effectiveness of purchasing
employees in Liceo de Cagayan University. This implied that adherence to rules, standards, and best practices enhances staff
effectiveness. Purchasing departments benefit from consistency and integrity, both of which are supported when protocols are clearly
communicated and regularly updated. This finding is consistent with the study of Laba et al. (2025), where Protocol enhances employee
effectiveness by preparing leadership work agendas and facilitating communication between leadership and personnel, thereby
improving the overall efficiency and effectiveness of government tasks in Sikka Regency.

Correspondingly, orientation (r = 0.812, p <.000) also showed a very strong positive correlation towards the effectiveness of purchasing
employees in Liceo de Cagayan University. This suggests that employees who understand their roles, departmental goals, and standards
tend to be highly effective. Strategic alignment fosters accountability, engagement, and performance. A robust orientation program
supports role clarity and organizational integration. According to Liv et al. (2020) Work orientation significantly influences employee
effectiveness and overall organizational performance. Studies have shown that various dimensions of work orientation—such as job
involvement, purpose-driven work, and intrinsic motivation positively impact employee engagement and creativity, with engagement
serving as a partial mediator in this relationship.

Lastly, process (r = 0.807, p <.000) also showed a very strong correlation towards the effectiveness of purchasing employees in Liceo
de Cagayan University. This showed that well-defined processes covering procedures, protocols, and orientation are foundational to
employee success. When processes are clear, adaptable, and integrated into daily tasks, employees work with confidence and
consistency, resulting in improved service delivery and stakeholder satisfaction. In the study of Fizi (2024), it was found that work
processes, especially business process automation, have a positive effect on employee effectiveness at PT. Semen Gresik Packaging
Industry. The results showed that for every one-unit increase in automation, work effectiveness increased by 0.246 units, assuming
other factors stayed the same. Therefore, the null hypothesis stated that there is no significant relationship between effectiveness and
efficiency, collaboration, and the process of employees in the purchasing department in this study is hereby rejected.

Which of the variables best predicts the effectiveness of employees in the purchasing department?
Ho2: None of the variables best predicts the effectiveness of employees in the purchasing department

Table 14 presents the Results of Multiple Regression Analysis for the variables that, singly or in combination, significantly influence
the effectiveness of employees. As shown in the table, the R value is .859, indicating a very strong positive relationship between
employee effectiveness and the independent variables used in the model. The R? value of .738 suggests that the combined influence of
the predictor variables can explain 73.8% of the variance in employee effectiveness. The F value of 39.357 and a p-value of .000
indicate that the overall regression model is statistically significant, confirming that the set of independent variables significantly
predicts employee effectiveness.

Among the variables tested, the following were found to have a statistically significant influence on employee effectiveness: Time
Management (f = 0.653), Communication (f = 0.508), and Solution (B = 0.138). The rest of the variables, including Workload,
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Efficiency, Feedback, Procedure, Protocol, Orientation, and Process, did not show statistically significant effects on employee
effectiveness within the model.

Table 14. Results of Multiple Regression Analysis for the Variables that singly or in combination significantly
influence the effectiveness of employees

. Unstandardized Coefficients  Standardized Coefficients t Sig. Interpretation
Variables
B Std. Error Beta
(Constant) 0.045 0.232 0.193 0.848 Not Significant
Time Management 0.634 0.277 0.653 2.285 0.024 Significant
Communication 0.523 0.259 0.508 2.018 0.046 Significant
Workload 0.476 0.284 0.450 1.679 0.095 Not Significant
Efficiency -1.546 0.789 -1.342 -1.960 0.052 Not Significant
Feedback 0.129 0.079 0.124 1.632 0.105 Not Significant
Solution 0.139 0.065 0.138 2.122 0.036 Significant
Procedure -0.224 0.275 0.226 -0.813 0.417 Not Significant
Protocol -0.104 0.292 -0.098 -0.358 0.721 Not Significant
Orientation 0.224 0.296 0.220 0.755 0.452 Not Significant
Process 0.737 0.824 0.647 0.894 0.373 Not Significant

R=.859 R2=.738 F=39.357 P=.000

The results indicate that specific dimensions of workplace performance significantly influence employee effectiveness. Notably, a one-
point increase in time management corresponds to a 0.634-point increase in employee effectiveness, emphasizing the strong impact of
managing work schedules, prioritizing tasks, and meeting deadlines. Similarly, an improvement of one point in communication
practices is associated with a 0.523-point increase in effectiveness, suggesting that clear, timely, and accessible communication
substantially enhances how effectively employees perform their roles. Meanwhile, a one-point increase in the solution-oriented
collaboration variable reflecting proactive behavior, feedback mechanisms, and innovative problem-solving leads to a 0.139-point
increase in effectiveness, assuming other factors remain unchanged. This highlights that while solution-focused strategies contribute
positively, their effect is comparatively smaller, suggesting that foundational competencies like time management and communication
have a stronger influence on overall effectiveness.

Recent studies support these findings. For example, Sisay, Yazachew, and Asmamaw (2023) emphasized that solution-focused
environments—particularly those with clear task structures and problem-solving autonomy—significantly enhance employee
performance and engagement in public service sectors. Similarly, Nurul Asmira and Nurulain (2021) highlighted that effective
communication directly influences employee experience and organizational success, particularly when clarity and responsiveness are
present. Moreover, a 2025 study by Sharma demonstrated that well-managed time and transparent communication processes are
essential in delivering high-quality internal services, with strong statistical evidence linking these factors to employee satisfaction and
effectiveness. Therefore, the null hypothesis stated that None of the variables best predicts effectiveness of employees in the purchasing
department in this study is hereby rejected.

Conclusions
Based on the findings of the study, the following conclusions were drawn:

Employees exhibited a high level of efficiency in workload management, communication, and time management, with communication
being the most positively rated aspect. While overall efficiency was strong, variations in responses suggested slight inconsistencies,
particularly in time management practices such as regular schedule reviews. This indicates the need to reinforce consistent practices to
enhance departmental productivity further. Employees demonstrated strong collaboration, especially in solution-oriented approaches,
followed by feedback mechanisms. The solution aspect was rated most favorably, reflecting a departmental focus on structured
problem-solving and system improvements. However, feedback-related components, particularly in communication consistency and
channels for feedback, revealed opportunities for strengthening engagement and shared responsibility. Purchasing employees also
showed a high level of adherence to established processes, including procedures, protocols, and orientation. Orientation stood out as
the most well-received aspect, highlighting that employees understand their roles and align with the department’s objectives. Still,
lower ratings in procedural feedback suggest that more timely and structured performance reviews may enhance process efficiency and
continuous development.

Regarding effectiveness, employees reported strong performance, particularly in their willingness to assist others and deliver prompt
service. These aspects reflect a supportive and responsive workplace culture. However, slightly lower ratings in proactive behavior
suggest a need to foster greater initiative and forward-thinking approaches among staff. There was a significant relationship between
employee effectiveness and the variables of efficiency, collaboration, and process. Higher levels of effectiveness were associated with
clearer role understanding, structured workflows, and strong teamwork. These results emphasize that when employees operate within
clear systems and collaborate effectively, their work outcomes are substantially improved. The study concluded that time management,
communication, and solution-oriented collaboration were the strongest predictors of employee effectiveness. Among these, time
management had the most influence, followed by communication and collaborative problem-solving. Together, these factors played a
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critical role in shaping employee effectiveness. Strengthening these areas through targeted improvements in training, communication
flow, and leadership responsiveness is recommended further to enhance the department’s overall efficiency and service quality.

Based on the findings and conclusions of the study, the following recommendations are put forward:

Higher Education Institution. The institution may strengthen its internal systems by promoting structured and consistent procurement
practices that directly address issues of efficiency, collaboration, and process. This includes implementing digital platforms for tracking
requests, enforcing standardized timelines, and ensuring purchasing procedures are transparent and well-documented. Continuous
improvement efforts, such as workflow automation and regular staff development, should be prioritized to resolve procedural delays.
Moreover, fostering an institutional culture of solution-oriented communication and interdepartmental collaboration will ensure
sustained alignment with organizational goals. Administrators. May enhance employee effectiveness by encouraging time management,
open communication, and team-based problem-solving, which were found to be significant predictors of employee effectiveness.
Leaders should ensure proper delegation of tasks, adopt responsive leadership styles, and conduct periodic performance monitoring.
Administrators are also encouraged to provide structured orientation for new staff and create platforms for feedback, enabling
employees to adapt to evolving procurement practices while staying aligned with institutional objectives.

Purchasing department. The department may refine its procedures, protocols, and feedback mechanisms to strengthen employee
collaboration and process compliance. Regular review sessions, inclusion of employee input in policy adjustments, and transparent
documentation of transactions will enhance credibility and accountability. Emphasizing solution-oriented collaboration and proactive
service can address identified gaps, while promoting accountability ensures smoother operations and reliability in procurement services.
Employees. May strive to improve their effectiveness by practicing time management, actively participating in collaborative planning,
and remaining adaptable to process changes. They should engage in open communication, provide constructive feedback, and take
initiative in understanding institutional procedures. By demonstrating proactive behavior and solution-oriented decision-making,
employees can directly contribute to enhancing the purchasing department’s efficiency and service quality. Future Researchers. May
expand on this research by exploring additional organizational factors such as leadership style, resource allocation, and digital
integration in relation to procurement effectiveness. Investigating how variables like feedback systems, protocol clarity, and
interdepartmental communication influence employee performance across different institutions may provide comparative insights.
Broader studies that include other departments or universities could also help in developing best practices for procurement management
in higher education.
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