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ABSTRACT

Highly committed academic staff would perform biatideaching quality, undertake innovative resdaprojects, initiate
to introduce innovative curriculum, more loyal teetinstitution, higher satisfaction in their jobéless tendency to leave
the institute. This paper is an attempt to invesgg if there any, significant variation betweenv@mment and Private
Colleges in the organizational commitment and reseand development performance among academikc ktef also an
attempt to investigate the effect of organizatios@mhmitment on the research and development peaficenof academic
staff. A survey was conducted among 656 acadeaficistthe liberal arts and science Colleges in Tlakadu Province
(India). Based on appropriate statistical toolsindependent “t” test and multiple regression anadydhe results clearly
shown that there is significant variation in alletithree factors of organizational commitment andeexch and
development performance (Except overall performpbeéween Government and Private Colleges. It $® ahown that
Affective and Continuance Organizational Commitmédiatve significant and positive impact on Researaid a
Development Performance of academic staff. Howedermative Commitment does not have significant positive
impact on the Research and Development Performartus. study supports both theoretical and empirigspects. Its
emphasis that educationist, policy makers and @guy bodies of higher education to take essemi@lasures for
enhancement of Organizational Commitment of acatletaiff as it would lead to better performancedadhing, taking

care of students in all respects, higher qualitygeearch output and overall development of inttitu

KEYWORDS: Government Colleges, Private and Self-Financed €gel; Affective, Normative Continuance, and
Organizational Commitment, Publication, Professiobevelopment Activities, Research and Guidance, Besearch
Development Performance.

INTRODUCTION

In the fast changing competitive and knowledge eomn commitment of employee plays a vital role &mhieving
productivity, more volume of production, higher tyaof product/service, new initiative for orgaattonal development,
customer satisfaction, etc. Industrial organizatias well realized and recognized the role of eyg#g’ commitment for
success of organization but it seems that highecatbnal institutions in India do not realize amell recognized the role
of academic staff's commitment and their significaontribution for the betterment of students anstitution. Highly
committed academic staff is one of the importantegheinant factors for performing better in teachinopdertake

innovative research projects, initiate to introduieeovative curriculum, more loyal to the instituti less tendency to
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leave the institute and maintain higher level ofdmmic standard at international level. This papean attempt to
investigate, if there any, significant variationtlseen Government and Private Colleges in the Orgdional
Commitment (OC) and Research and Development Peafoce (RDP) among academic staff in the contekidif. It is
also an attempt to investigate, if there any, Sicgmt effect of OC on the level of RDP. Academésearch in the past
strongly suggest that employee commitment havetdeldetter organizational and individual performariBeincy and
Rebeka, 2019; Sittar, Munawar and Raoof, 2021;KHaftani, Faghiharam, and Araghieh, 2012; Metin Asli, 2018).
“Scholars, managers, policymakers and researchergnamledged substantial attention towards organaai
commitment and its outcomes of skilled human ressurQualified and experienced human resourcecisieial asset in
any organization in the knowledge economy and cehmarsive world with turbulent changes (Millar et 2016; Fulmer
and Ployhart, 2014; Vomberg et al., 2014; Govadrtde 2011; Glen, 2006 and Ravichandran and Bhagh{2022)".

THEORETICAL SUPPORT

Organizational Commitment

A general concept of Organizational Commitment &rang and positive feeling of an employee towandgnizational
development. It can also be said that an emotiattathment of employees towards organizational [dpweent in the
form of a strong sense of: loyalty; job involvemeatmember of organization, willingness to extendsiderable effort
towards organizational goals; and an acceptanceabfe of the organization. Two management theorisfined
organizational commitment of employees and thedmitens and components of OC are inconsistenay. €&ample,
Allen and Meyer (1990) defined Organizational Conmnent as the gsychological relationship between employees and
organization". They identified and measured three factors whidacafOC of employee i.e., Affective, Normative and
Continuance Commitment (Meyer and Allen, 1991) #meke three factors are widely accepted and rdsmardhave
applied these factors and tested in their studiksy defined these three factors: Employee Affec@ommitment (AC) is
an emotional feeling and the degree of involvemerthe organizational development; Normative Cormmait (NC) is
the feeling of moral obligation of employee towatte organization and if employee desires to lgaeeorganization,
they would feel it is a sense of guilty; and Coatince Commitment (CC)is the employee’s willingnesstay in the
present organization to avoid cost associatedaweeléhe organization (Meyer and Allen, 1991). Arotbne Ling et al.
(2002) developed a model based on Meyer & Aller{)%nd this model comprises five dimensions Adfectionate,
Normative, Ideal, Economic and Choice Commitmernmt #is model was not much attracted among the relses while
comparing with (Meyer and Allen, 1991) model. Chg@018) defined asOC is the strong involvement and association
toward a specific organization” Sjttar, Munawar, and Raoof, 2021). Ravichandran &mhkat Raman (2021)
“Organizational Commitment refers to the strongliatfon and involvement of an employee with his/beganization”
(Steers, 1977).

The level of OC has been significantly varied adomy to ownership of the organization (Bano, Ishaat
Mishra 2019; and Sharma, 2015).For example, a stadglucted for analyzing the significant variatiohOC, if any,
between public and Private sector bank managersmétuand Priya, 2017)and the results clearly ingi¢hat there were
significant variation and moreover public sectonkbananagers have greater OC level than the Praet®or in all the
three factors of OC. Contrast to this, Private @eemployees have greater OC than public sectootfOet al., 1990 and

Savery, 1991).Indian school teachers have stroAdfective and Normative Commitments as comparechwiinian
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teachers (Joolideh & Yeshodhara, 2009). KassawaoldjaG(2019) found that there was moderate levebwerall

commitment and in specific commitment dimensionsagnacademic staffs in Haramaya University Ethiopia

Demographic factors such as age, gender, job posgic., of employee would also influence the &l. Absar
& Swain (2009) examined the organizational committremong teachers of university athwart in thresigiines i.e.,
Social Science, Basic Science and Professionah&eias well as athwart designation i.e., ReadedsLaoturers. The
study observed that there was a significant diffeeebetween readers and lecturers of professicreice on Normative
Commitment but no significant difference among ensity teachers athwart disciplines. Kassaw anay&¢2019) found
that there is no significance difference in comneitinof academic staffs with reference to gendewdwer, a significant
difference in commitment was existed in referengelevel of education. There were no significantfedi#nces in
organizational commitment regarding the employegsider or marital status, while the differencesage, tenure in

organization and education (Danica Bako#021).
Organizational Commitment and Performance of Emploges

Organizational Commitment is a precursor and sicguift factor to change the employee behavior iir tiverk and will
do better job performance in all respects and aldb have less tendency to leave the organizaRawvi¢handran and
Bhardwaj, 2022).Performance of employee may bertestthat it is behavior of the employee whilergang out his/her
assigned duties, task, and responsibilities. Prasstd Kato (2011) defined performance of empldgegn outcome of
actions with adequate skills and knowledge to agdisim the task assigned to a particular employegraup of employees
and normally it would measure after the specifiktés completed and it could be above or below odenate of the
standard. Employee performance can be measuredshyachievement within the specified time, quaiityproduced
products or service, cheerful attitude with co-eajues, superiors and subordinates, introducingvative ideas in the
production process, etc. Performance of acadetaitis the job behavior while carrying out the demic activities in a
particular academic year. It includes and couldm®asured by classroom teaching, students’ evahjagjuidance to
research scholars, contribution in committee assagts, carrying out research and development #iesyicontribution to
professional bodies, community services, etc. dfffe classroom teaching performance will contrébtd the quality of
students’ academic output in their end semestemigaion. But the research and development a@ssiof academic
staff would contribute to enhancement of their cetapce, skills, knowledge, creative ideas, and esdop innovation
which in turn better teaching performance (Ravidran and Bhardwaj, 2021). Several educationis@Edemic experts,
researchers in the higher educational sector leetieat carrying out research and development &iesvby academic staff
would enhance their teaching performance (Colb&8k8 & 2002; Gamson, 1995; Robertson and Bond, ;20064nzel,
2001; Winkler, 1992; Woolcock, 1997; Zamorski, 2R02

Research studies in the past have strongly sugbdabt OC of employee, whether it is manufacturing
organization or service industries, is the preaufeo the effective job performance of the employ@ebecca &
Tolentino, 2013; Sirohi & Shrivastva, 2013; Parve@®19; Princy and Rebeka, 2019; and Rafiei, Amirand
Foroozandehc, 2014).Thus, OC of the employee iobtiee significant factors to determine the higjodr performance of
the employee. A research study of Princy and Reb@9)conducted among 100employees in machines tool
manufacturing industries and the data analysicatdithat OC has significantly related with orgatianal performance

and also positively related in the job satisfactimtivation and job involvement. Another studyraad by Uygur (2007)
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among bank employees and the results shown th&@@®hkas strong and positive relationship with emppéoperformance.
In a study of Ozutku (2008) indicated that among tttree factors of OC Affective and Continuance @atment had
significantly and positively influenced on the woperformance of employees and Normative Commitnead no

significant effect on the performance.

In the educational sector, there were mixed fingifrgm the existing research studies. For exangkudy of
Haftkhavani, Faghiharam, and Araghieh, (2012) cetethamong academic staff about the relationshiwden OC and
performance of students. The results shown thaetke significant and positive relationship betwesffective and
Normative Commitment with students’ performance ot significant relation with Continuance Commitrheand
students’ performance. Similarly, Sittar, Munawad &Rao of, (2021) found that there was positiveaation between
Affective and Normative Commitment with performanoé academic staff but negative weak correlatiotwben
Continuance Commitment with performance and theymenended that universities shall provide resoutoefoster
employee growth, learning and development for eobarent of faculty members’ engagement and OC. Asnostudy
conducted by Rebecca C. and Tolentino (2013) aad tbsted relationship between OC and job perfooamarf both
academic and administrative personnel. The reshlisvn that academic personnel have greater A¥feetind Normative
Commitment than the administrative personnel andti@oance Commitment level is more in administ@atpersonnel
than the academic staff. The results also indic#étetl the academic job performance was signifigamtfluenced by
Affective Commitment and performance of adminisu@ipersonnel was not influenced by even a singlef&xtor. Sirohi
& Shrivastva, (2013) found that all the three OCtdas of Private university academic staff haversrand positive
correlation with their job performance. Haerofigtred al., (2021) research among 150 teachers agyl tésted the
relationship between: job satisfaction and OC; gakisfaction and job performance; and OC and jafopeance. The
results indicated that there was no significanéafof job satisfaction and OC of teachers. Howetree results shown

that there was significant and positive effect & @nd job performance of teachers.
RESEARCH GAP

It is evident from the existing research studiest tBC has strong and significant and positive im@tatvith employee
performance in both industrial and educational aedtiowever, there is lack of research evidenceiffiuence of
ownership on the OC level and effect of OC on el of performance of academic staff in the Indigher Educational
Institutions (HEIS). There is also lack of reseaestidence or clarity in the measurement of ReseanthDevelopment
Performance (RDP) of academic staff in general padicularly in the Indian context. Thus, it istféhat there is a

research gap in above two aspects and this stigdyttr address this gap.
METHODOLOGY
Research Questions

Based on the theoretical considerations and theares gap as stated above, this research studyttrianswer the

following research questions:

» Is there any significant variation between Governtrand Private Colleges in the level of OC and Redeand

Development Performance of academic staff?
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» Is there any significant effect of OC on the lesEResearch and Development Performance of acadsafi@
» Are there any theoretical and practical implicasiari the study?
Hypotheses

e Hg: There is likely to be significant variation in orgaational commitment between Government and Rzivat
Colleges.

* H,: Academic staffs in Government Colleges are likelyoe greater Organizational Commitment level ttran
Private Colleges.

» Hg There is likely to be significant variation in &&rch and Development Performance between Govatnme

and Private Colleges.

» Hj Academic staffs in Government Colleges are likielybe greater Research and Development Performance

than the Private Colleges.

e Hs Organizational Commitment is likely to be siga#fnt and positive effect on the level of Reseancth a
Development Performance.

MEASURES AND INSTRUMENT

Three sets of concepts are focused in this resear¢clownership (Public and Private Colleges), @€ective, Normative
and Continuance Commitment), and Research and G@weint Performance of academic staff (publicatipnfessional
development activities, and research and guidafided.concept of ownership is measured by two dimess.e., public
(owned and fully funded by select Province Govemthand Private Colleges (owned and fully funded frivate
individual or group of individual or corporate st There are three dimensions for OC (Affectidgrmative and
Continuance Commitment) and these dimensions werasuned by 8 statements in the questionnaire3.each for
Affective and Normative and 2 for Continuance Coitnmeint. The Research and Development Performano®)Rf
academic staff was measured by three dimensionsHublication, Professional Development ActivitigaDA), and
Research and Guidance (RG) and these dimensiores mesisured by 12 statements (6 statements forcatibh and 3
each for PDA and RG). It is pertinent to state thatitems for OC was sourced from Meyer and Afteydel (1991) with
little modifications and all the statements of Rere developed by the researcher (own source) basestandard
operating procedure framed by UGC regulation adt828s there were no measurement found in the egisdsearch

literature.

The study was conducted through a survey methogloldth a structed questionnaire in both printed antine
(Google form) mode. It comprised by three parts demographic information in Part-1 and informati@lated to OC and
RDP in Part-1l and Il respectively. While demoghépinformation was measured as nominal data OCmeesured as a
five-point Likert-type scale to be rated rangingnfr 5=strongly agree to 1= strongly disagree. Thé®Ri&as originally
measured by actual value and later it was conventedfive-point Likert-type scale for data analy/siurpose. Scores of
two negatively-keyed items in OC were reversedadie scale manual of scoring and no negativejg#iétems framed
in the RDP as it is actual information though itsneonverted into five-point Likert-type scale irettater stage. A pilot

survey was conducted from 40 academic staff (26 &aen public and Private Colleges) to check réligbof scale items
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for both OC and RDP by using the Cronbach Alpha eh@shd the value derived was .695 and .682 for @€ RDP
respectively. Nunally and Bernstein (1994) suggksteefficients Alpha of value .70 to be consideasdjood and a value

exceeding .60 to be acceptable level of internakistency.
Sampling, Data Collection and Statistical Tools

They survey was conducted from liberal Arts andeBcé Colleges in Tamil Nadu Province and this Prowiis

geographically divided into four regions i.e., eagtst, north and south. Both Government (GOVT) Bridate and Self-
Funded (PSF) Colleges are functioning equally is Brovince. Further the researcher applied twoomamt criterions to
select the sample institute and they are: 1) Oaobt graduate and research department Colleges Whiah completed 25
years from the date of its establishment assuntiagthese Colleges would have adopted and follavelrestablished
Human Resource (HR) practices; and disclosing “Mamy Disclosure” in its website address with compldetails of
academic staff including their contact details (#raddress and mobile number). Based on the abtaéfisation, the

researcher selected randomly 8 Colleges (4 each ffnablic funded and PSF Colleges) from each regiosh mailed20

guestionnaires to each select sample College wittr ponsent of the respondent faculty members thed convenient
for response i.e., print or online format. A totl 525 responses were received from the total &f @destionnaires
distributed (4X8X20=640) and of which 69 were foimmbmplete responses and remaining 456 responees taken for
further data analysis purpose. The data collectiwas carried and completed during the academic y2@t9-20

(Ravichandran and Garg, 2021). Adequate care lkas t® obtain a fair representation from acaderatf semographic
profile such as age, gender, educational qualifinatacademic rank, qualification, length of teachexperience in the

present institute, etc.

It is pertinent to mention that a range of mearresa@lue out of five were used more meaningfulrimtetation
but for easy to understand it is slightly modifibe five-point Likert-scale into three stages iaverage score level of OC
and RDP level were described as 1-2.49 to be ire@g as “less committed and under Performanc&-329 to be
“moderate level” and 3.5-5 to be higher OC and éigRerformance” (Kassaw & Gola, 2019). Since itasnparative
study between Government (GOVT) and PSF Collegresstatistical tool independent “t” test was moperapriate and
applied to find out the significant differences,aifiy, between these two categories of the CollégeS3C and RDP.

Further, multiple regression analysis was alsoiagb find out the effect of OC on the level of RD
RESULTS AND DISCUSSION

Comparative Analysis of OC and RDP

Data analysis from table 1 shows that there anmifgignt differences between GOVT and PSF Colldégethe level OC
and RDP (p<.05) except in overall performance (py.Gurther GOVT institutes have greater OC inth# factors
including overall OC than PSF Colleges as meanevadwall the factors is more in GOVT than in PSHI€yes and thus
the Hand His accepted. It could say that academic staff ilV&@olleges have greater OC than PSF Colleges ad t
reason could be that GOVT Colleges in Indian canfovide salary, benefits and promotional oppdties to its
academic staff as per the established norms framyethe regulatory bodies for HEIs such as UGC/AICWhaereas
majority of PSF Colleges do not follow the estdimid norms for the above monetary benefits and #ueypt their own

HR practices which is undesirable and unacceptable.
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Table 1
Variables Ownership| Mean| t |Sig. (2-tailed
. . GOVT |4.2327
Affective Commitment 7.966 .000
PSF |[3.7608§
. . GOVT |4.1609
Normative Commitment 6.878 .000
PSF [3.73864
. . GOVT |4.084¢
Continuance Commitment 5.097 .000
PSF [3.7431
L ) GOVT |4.1597
Overall Organizational Commitm 9.904 .000
PSF [3.74754
L GOVT |3.5493
Publication 6.400 .000
PSF [3.1927
. .| GOVT |3.3607
Professional Development Activiti 1-11.389 .000
PSF [4.066
. GOVT |3.6194
Research and Guidance 7.107 .000
PSF [3.2343
GOVT |3.509§
Overall Performance 1 .302 .763
PSF [3.497

GOVT=Government College; PSF= Private and Self-Findi@aleges

This finding is in consonance with that of (Kumand Priya, 2017; and Ravichandran and Venkat Ragt#1,)
and contradiction with that of (Odom et al., 199®id Savery, 1991). In concerning with RDP, them significant
differences between GOVT and PSF Colleges excegrathperformance. Further, academic staff in GO3flleges have
greater RDP level in the factors of Publication &esearch and Guidance (R&G) and academic std?fSh Colleges
have greater RDP level only in the factor of Prsi@sal Development Activities (PDA) and therefohe tHand H, is
partially supporting to this result. This finding in consonance with that of (Paudel, 2021, Ravidren and Garg, 2021)
and contradiction with that of Kishan and GoyalZ2)

Effect of OC on the Level of RDP

The data analysis from the regression statistatd€t2) shows that there is overall significaneetffof OC on the level of
RDP. However, Normative Commitment (NC) does neehsignificant effect on the level of RDP (p>.0%1dan1.541) and

Table 2
Model Summary
Model | R=.25%1 R°=.063 Adjusted R= .059
Sum of square Df. Mean square F S|g.
Regression 9.381 3 3.127 14.572 obo
Residual 139.911 652 215
Total 149.292 655
Variables | Un standardized coefficien) | Std. error| Standardized coefficiefi} T Sig.
Constant 2.716 .140 19.404 .000
AC 115 .030 167 3.826 .00p
NC .045 .029 .065 1541 .124
CC .060 .027 .090 2.224 .027

AC= Affective Commitment; NC= Normative Commitment,da@C= Continuance Commitment
b. Predictors: (Constant), CC, NC, AC
a. Dependent Variable: Performance
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Affective Commitment (AC) has high and positiversfigant effect on RDP level (p<.05 and t=3.826l)dfeed by
Continuance Commitment (CC) (p<.05 and t=2.224)thnd His partially accepted. This finding is in consoremgth that of
(Rebecca & Tolentino, 2013; Sirohi & Shrivastval20Parveen, 2019; Princy and Rebeka, 2019; anigiRafminib, and
Foroozandehc, 2014) for overall relationship/efefcOC on the level of RDP and very similar findingth that of Ozutku
(2008) where AC and CC has significant effect a@liids no significant effect. This finding is pdlyi@ontradiction with that
of Haftkhavani, Faghiharam, and Araghieh, (2012ai$ Munawar and Raoof, (2021). The findings leéde studies have
shown that AC and NC have positive and signifidgaatact on the level of performance and CC hasgmif&iant impact on the
performance of academic staff and thus it is grt@ntradiction with the present study. Simiarfindings from a study of
Rebecca C. and Tolentino (2013) also partially icovefd and partially negated with that of the présaudy. The only difference
is that above study’s results indicated that tlalamic job performance of faculty members was figmtly influenced by AC
and performance of administrative personnel wasigoificantly influenced by even a single OC fact®verall, it is possible
to understand that AC has high significant andtjeseffect on the level of performance in bothstirg studies and present

study and thus it could say that members have enadly attached with that of their working orgatiaa.
IMPLICATION OF THE STUDY

The results from this study strongly contributethieoretical support as factors of OC level amorademic staff have
above moderate level in both GOVT and PSF Colleges thus this study strengthening for a well esthbient OC
theory of Allen and Meyer. This study also conttésitheoretically for the measurement of Reseanchzevelopment
Performance of academic staff in the HEIs as thexe no clarity in the existing research studiestlier measurement of
RDP of academic staff except researcher’'s own ssugRavichandran and Venkat Raman, 2015; Ravicharaitd Garg,
2021; and Ravichandran and Bharadwaj, 2021) thdhghe were several studies in the existing reseéochclear
measurement of teaching performance. This studyastributesa partial support to empirical aspecthe findings from
“t” analysis has indicated that there is significaariation between GOVT and PSF Colleges in bothadd RDP level.
Similarly, the regression analysis also clearlyvaidhat there is significant effect of AC and CC the RDP level of
academic staff. Further, the findings of this gtuabuld enable the policy makers, regulatory bodied higher authorities
in the institutions to take essential measurestlier enhancement of OC among academic staff paatiguin PSF
Colleges. Because the impact of OC on RDP wouldritarie jointly and independently several outconsesh as
productivity, quality in teaching, better perfornsanin other academic and extra-curricular actigjtienaintaining
academic standard of the institute at internatidenal, etc. Overall, the study indicates that onsh# of the institute has
significant influence on the OC and RDP level atgb andicates that OC acts as an antecedent/prcimsthe higher-
level of RDP.

LIMITATIONS OF THE STUDY

There are limitations exist in this study despigstiefforts tried by the researcher. The prededysestricts only with the
significant effect of OC on the level of RDP and wovered the teaching performance of academi¢ ataf also the
institutional performance. Further, the presemtgtrestricts by comparing with only GOVT and PSBll€es and
Government Aided institutions have not covered. $tely does not include other HEIs such as engmgemedicine,
law, and so on and also restricts geographically with Tamil Nadu Province. It is, therefore, geslézation from these

findings to overall higher educational sector ahdadional level needs to be kept in perspective.
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