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ABSTRACT: This study investigates the dynamics of organizational commitment among academic and administrative 

staff within the higher education sector. With universities and colleges facing increasing pressures from globalization, 

digital transformation, and performance accountability, understanding the factors that foster or hinder commitment is 

critical. The research explores the multidimensional nature of organizational commitment—affective, continuance, and 

normative—using a mixed-methods approach that combines survey data with in-depth interviews from faculty and staff 

at selected higher education institutions. Findings indicate that leadership style, institutional culture, opportunities for 

professional development, and perceived organizational support are key determinants of commitment levels. The study 

contributes to the literature by contextualizing organizational commitment within the unique challenges of higher 

education and offers strategic insights for policymakers and administrators seeking to enhance employee engagement, 

retention, and institutional performance. 
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I. INTRODUCTION 

 

Organizational commitment among faculty members in higher education institutions is a critical determinant of 

institutional effectiveness, faculty retention, and overall educational quality. In the context of India’s rapidly expanding 

higher education sector, fostering a committed academic workforce is imperative to meet the evolving demands of 

education and research. Organizational commitment encompasses three dimensions: affective commitment, normative 

commitment, and continuance commitment, as proposed by Meyer and Allen (1991). Affective commitment reflects an 

emotional attachment to the institution, normative commitment denotes a sense of obligation to remain, and continuance 

commitment pertains to the perceived costs associated with leaving the institution. Understanding these dimensions is 

essential for developing strategies to enhance faculty engagement and alignment with institutional goals. Factors 

influencing organizational commitment in higher education are multifaceted, encompassing individual, organizational, 

and contextual elements. Leadership styles, particularly transformational and shared leadership, have been identified as 

significant contributors to fostering a committed academic workforce. Additionally, organizational culture, job 

satisfaction, work-life balance, and professional development opportunities play pivotal roles in shaping faculty 

commitment.  

 

II. REVIEW OF LITERATURE 

 

Meyer and Allen’s (1991) three-component model—comprising affective, normative, and continuance commitment—
serves as a foundational framework in examining faculty commitment.  

 

Qamar (2021) explored various factors influencing organizational commitment within higher education institutions. The 

research emphasized the importance of understanding these factors to enhance faculty engagement and institutional 

effectiveness. 

 

Ribeiro,M.I.,Antão, C.C.M.,Lebres,V.A.F.,&Fernandes,A.J.G. Their research, Organizational Commitment in a 

Portuguese Public Higher Education Institution, examined the levels of organizational commitment among faculty 

members in a public higher education institution in Portugal. 

 

In the article Extrinsic Motivation and Organizational Commitment: A Literature Review, Siregar (2022) reviewed 

existing literature on the relationship between extrinsic motivation and organizational commitment.  
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In the article Leadership Self-Efficacy and Organizational Commitment of Faculty Members: Higher Education, 

Almutairi (2024) explored the relationship between leadership self-efficacy and organizational commitment among 

faculty members.  

 

NEED FOR THE STUDY: 

Organizational commitment among faculty members is a critical determinant of institutional success in higher education. 

Recent studies have highlighted various factors influencing this commitment, including leadership styles, organizational 

culture, work-life balance, and psychosocial elements. For instance, research indicates that shared leadership practices, 

particularly development and mentoring, significantly enhance faculty members’ affective commitment to their 

institutions . Similarly, organizational culture and self-efficacy have been shown to positively impact organizational 

commitment, suggesting the importance of fostering a supportive and empowering work environment. 

 

PRIMARY OBJECTIVE: 

To examine the factors influencing organizational commitment among faculty members in higher education institutions 

in India, focusing on aspects such as leadership styles, organizational culture, work-life balance, and psychosocial 

elements. 

 

SECONDARY OBJECTIVES: 

*To evaluate the role of organizational culture in shaping faculty members’ organizational commitment in higher 

education institutions in India. 

*To investigate the influence of work-life balance on faculty members’ organizational commitment in higher education 

institutions in India. 

 

SCOPE OF THE STUDY: 

This study delves into the multifaceted dimensions of organizational commitment among faculty members in higher 

education institutions, with a particular focus on the Indian context. Organizational commitment, defined as the 

psychological attachment of employees to their organization, encompasses three primary components: affective 

commitment (emotional attachment), continuance commitment (perceived cost of leaving), and normative commitment 

(obligation to remain). The scope of this research extends to examining the various factors influencing organizational 

commitment, including leadership styles, organizational culture, work-life balance, compensation, and psychosocial 

elements. For instance, studies have shown that shared leadership practices, particularly development and mentoring, 

significantly enhance faculty members’ affective commitment to their institutions.  

 

RESEARCH DESIGN: Research design for exploring organisational commitment in the higher education sector would 

involve a mixed-methods approach, combining both quantitative and qualitative data to gain a comprehensive 

understanding of the factors influencing commitment among academic and administrative staff. The study could adopt a 

descriptive and correlational design, aimed at identifying the extent of organisational commitment and examining the 

relationship between various antecedents such as leadership style, job satisfaction, institutional support, and work-life 

balance. 

 

DATA COLLECTION: Organisational commitment in the education industry (higher education), both primary and 

secondary data collection methods are essential to provide a well-rounded and robust understanding of the subject. 

 

PRIMARY DATA: Primary data will be collected directly from individuals working in higher education institutions, 

such as lecturers, professors, administrative staff, and management personnel.  

 

SAMPLE SIZE: The target population includes academic and non-academic staff working in universities and other 

higher education institutions. Assuming the study will be conducted across multiple institutions (e.g., 3–5 universities), 

and considering both public and private sectors, a sample size of approximately 200 to 400 participants is generally 

appropriate for quantitative analysis using surveys. 
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III. STATISTICAL ANALYSIS 

 

MANN WHITNEY U- TEST 

To test the mean difference between the gender and obstacles in leadership support in the organisation. 

 

HYPOTHESIS: 

NULL HYPOTHESIS (Ho): There’s no mean difference between the gender and obstacles in leadership support in 

institutions. 

 

ALTERNATIVE HYPOTHESIS (H1): There’s a mean difference between the gender and obstacles in leadership support 

in institutions. 

 

TABLE SHOWING THE MANN- WHITNEY (U- TEST) BETWEEN THE GENDER AND STRUGGLES IN 

LEADERSHIP SUPPORT IN THE INSTITUTION. 

 

LEADERSHIP 

SUPPORT(STRUGGLE) 

GENDER U W Z ASYMP.SIG 

MALE 1 302.500 473.500 -.576 .565 

FEMALE 2 302.500 473.500 -.576 .565 

  

 

INTERPRETATION: There is no statistically significant difference between genders in terms of how supported they 

feel by the institution's leadership. (p > 0.05) so the leadership is very supportive in the organisation. 

 

CORRELATION: 

To find correlation between job satisfaction and satisfaction level is directly linked with organisational commitment in 

the institution. 

 

HYPOTHESIS: 

NULL HYPOTHESIS (Ho): There’s no significant relation between job satisfaction and satisfaction level is directly 

linked with organisational commitment in the institution. 

ALTERNATIVE HYPOTHESIS (H1): There’s a significant relation between job satisfaction and satisfaction level is 

directly linked with organisational commitment in the institution 

 

TABLE SHOWING THE CORRELATION BETWEEN JOB SATISFACTION AND SATISFACTION LEVEL 

IN THE ORGANISATIONAL COMMITMENT 

 

  

Value 

Asymptotic 

Standard Error 

Approximate 

Tb 

Approximate 

Significance 

Interval by 

interval 

Pearson’s R .593 .113 5.368 <.001c 

Ordinalby 

Ordinal 

Spearman 

Correlation 

.523 .121 4.468 <.001c 

 55    

 

INTERPRETATION: There is a strong and statistically significant positive correlation between the two variables tested. 

This means as one variable increases, the other tends to increase as well. 

 

H-TEST: 

 To find the test between age and employee’s pride towards the organisation. 

 

HYPOTHESIS 

NULL HYPOTHESIS (Ho): There is no significant relation between age and employees pride in the institution. 

ALTERNATIVE HYPOTHESIS (H1) : Theirs is a significant relation between age and employees pride in the institution. 
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TABLE 2.3.3 SHOWING THE H- TEST BETWEEN AGE AND EMPLOYEE’S PRIDE IN THE 

ORGANISATION 

 

AGE KRUSKAL WALLIS DF ASYMP.SIG 

21-25 YRS 

26-35 YRS 

36-45 YRS 

46-55 YRS 

56 YRS AND ABOVE 

 

 

                2.821 

 

 

4 

 

 

.588 

 

INTERPRETATION: 

There is no statistically significant difference in pride levels among different age groups regarding working for the 

institution. (p > 0.05). So the employees are extremely satisfied to work in this educational institution. 

 

CHI- SQUARE TEST: 

 

         

       VALUE 

             

              df 

Asymptotic 

Significance (2- sided) 

Pearson chi- Square 8.311a 12 .760 

Likelihood Ratio 9.300 12 .677 

Linear-by-Linear 

Association 

.302 1 .583 

 

INTERPRETATION: Since the p-value is 0.760, which is much greater than the standard threshold of 0.05, we need 

to accept the null hypothesis.So the support which is provided by the institution to the faculties. And there’s no ethical 

issues that arised in the organisation. 

 

IV. FINDINGS 

 

Mann-Whitney U Test (Gender vs Leadership Support): 

p-value = 0.565 No statistically significant difference in perceived leadership support between genders. 

 

 Sample Size & Distribution: 

The total number of valid cases is relatively small (n = 53), which can reduce statistical power and affect the 

generalizability of results. 

90% of Chi-Square cells have expected counts less than 5, indicating that the Chi-Square test results may be unreliable 

due to violation of assumptions. 

 

Kruskal-Wallis Test (Age vs Institutional Pride): 

p-value = 0.588. No significant difference across age groups regarding pride in being part of the institution. 

 

V. SUGGESTIONS 

 

*Investigate other factors beyond gender and age that may impact perceptions of leadership support and institutional 

pride. 

*Consider qualitative data collection (e.g., interviews or open-ended survey questions) to explore deeper insights. 

*Increase the sample size to enhance statistical power, especially due to many expected counts below 5 in the Chi-Square 

test. 

*Re-evaluate the grouping or coding of categorical variables to ensure clarity and adequacy for statistical testing. 

*A larger sample will help meet the assumptions of non-parametric tests and increase statistical power. 

*Ensure that the items used in the survey are sensitive enough to detect differences in perceptions, especially for Likert-

type scale responses. 
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VI. CONCLUSION 

 

Based on the statistical analyses conducted, there is no significant difference in the perception of leadership support 

between genders, nor is there a significant difference in institutional pride across different age groups. The Chi-Square 

tests also indicate no significant associations among the categorical variables assessed. Despite the lack of statistically 

significant results in these tests, the correlation analysis reveals a moderate positive relationship between the two 

interval/ordinal variables, suggesting that as one variable increases, the other tends to increase as well. This implies that 

while demographic factors such as age and gender may not play a major role in shaping perceptions, there may be other 

underlying variables influencing employee sentiment. Further research with a larger sample size and additional 

qualitative inputs is recommended to uncover more nuanced insights. in higher education plays a critical role in shaping 

the performance, stability, and overall effectiveness of academic institutions. Faculty and staff who are committed are 

more likely to demonstrate high levels of job satisfaction, engage in institutional development, and contribute positively 

to student outcomes.  
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