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ABSTRACT
This study examines how organizational culture (OC) impacts academic staff’s commitment 
(COM) and turnover intentions (TI), taking into account individual self-efficacy (SE). Using 
a cross-sectional survey, we collected data from 574 academic staff from universities in 
Uganda. Analyses were conducted through Hayes’s PROCESS technique. Results show that 
COM partially explains the effect of OC on TI (β = −0.141, SE = 032, CI = −0.205, −0.077), 
with the strength of this mediation increasing alongside higher SE. Particular importance 
should be placed on those staff with high SE (β = −0.165, SE = 0.036, CI = -0.240, −0.094). 
We urge institutions to promote SE through customized training, mentoring, and coaching 
initiatives that aim to reinforce COM and reduce turnover. This study pioneers an 
integrated examination of both the direct and indirect effects of OC on TI via COM, as 
well as the moderating function of SE, within the less-explored organizational landscape 
of a developing country, Uganda.

Introduction

In today’s innovation-driven world, education plays a pivotal role in bridging inequality gaps and sup-
porting inclusive and sustainable societal advancement (Abdi et  al., 2025; Adipat & Chotikapanich, 2022). 
As responsible entities, universities face increasing demands to deliver holistic education that reflects the 
high cognitive abilities, global insights, character, and competitiveness of their alumni (Turarova et  al., 
2025). Given this strategic role, universities must attract and retain top academicians to harness their 
potential in preserving current performance gains and ensuring long-term sustainability (Avan & Öcal, 
2025; Gebresilase et  al., 2025). Thus, the success of these institutions largely depends on their scholars; 
however, retaining competent and talented scholars remains a significant challenge (Mather & Bam, 
2025). Recent statistics indicate high academic staff turnover, with approximately 22% leaving within 
their first year, 45% after five years, and about 36% quitting annually across the US, UK, and Scotland, 
leading to diminished long-term organizational commitment (Alnehabi & Al-Mekhlafi, 2025; Hulme & 
Wood, 2022; Kutsyuruba et  al., 2022; McClure & Sallee, 2025; McFadden et  al., 2024). Narrowing down to 
developing economies, recent studies (Mgaiwa, 2023; Mwesigwa et  al., 2020; Twesigye et  al., 2026) reveal 
an increasing trend of staff attrition among Ugandan universities, especially when compared to institu-
tions in other developing countries such as South Africa, Nigeria, Kenya, and Tanzania. This divergence 
highlights the importance of a thorough assessment of the specific factors influencing staff turnover 
intentions (Mgaiwa, 2023; Xueyun et  al., 2025) within the Ugandan context. Factors unique to Uganda, 
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such as economic challenges, concerns about employment security, institutional governance, and cultural 
attitudes toward employment, may influence staff retention differently than in other countries (Tolossa, 
2024). Understanding these contextual complexities is crucial in designing effective retention strategies 
and addressing the rising attrition trends in Ugandan higher education institutions (McClure & 
Sallee, 2025).

Turnover intention poses a significant concern not just for academic institutions, but also for busi-
nesses, employees, and policymakers at the national level (Anse et  al., 2025; Ramalho Luz et  al., 2018). 
Thus, the increased turnover intention of experienced faculty members has a dreadful impact on univer-
sity operations (Butson et al., 2025; Terry et al., 2025). This is largely because higher education is regarded 
as a cornerstone for national progress, as it equips individuals with skills, generates knowledge, and 
spreads innovations essential for transforming a nation into a dominant economic force (Alshmemri, 
2025; Mgaiwa, 2023; Wirba, 2022).

The existing literature has established a direct relationship between organizational culture (OC) and 
turnover intentions (Jyoti et  al., 2020; Sujeong, 2022), but a notable gap remains regarding the mecha-
nisms and boundary conditions that influence this relationship. Specifically, how commitment mediates 
the impact of organizational culture on turnover intentions and under what conditions self-efficacy mod-
erates this pathway have received limited empirical attention (Pathan, 2022; Wu et  al., 2023). We chose 
to examine commitment as a mediator because organizational culture shapes employees’ attitudes, val-
ues, and sense of belonging, all of which are central to their commitment to the institution (Kim et  al., 
2020). Higher commitment, in turn, is expected to reduce turnover intentions by fostering a sense of 
loyalty and engagement. Recognizing commitment as a mediator refines the understanding of the pro-
cess through which organizational culture influences turnover intentions, aligning with recent calls for 
more refined, mechanism-focused research (Muhammad Shoaib Khan Pathan, 2022). Simultaneously, 
self-efficacy is introduced as a moderator based on Social Cognitive Theory (SCT), which suggests that 
individuals’ belief in their capabilities can amplify or attenuate the effects of commitment on turnover 
intentions. Specifically, employees with high self-efficacy may be better equipped to cope with adverse 
cultural or organizational factors, thereby weakening an otherwise strong organizational culture–turnover 
intention relationship (Wu et  al., 2023). Conversely, low self-efficacy might reinforce the influence of 
organizational culture on reducing turnover intentions. Focusing on developing country contexts such as 
Uganda adds further significance, as organizational and cultural boundary conditions may likely differ 
from Western settings, and the mediating and moderating roles of commitment and self-efficacy may be 
particularly salient (Ma et  al., 2016; Rubenstein et  al., 2018; Suifan et  al., 2017). Additionally, our frame-
work incorporates comparative cultural perspectives (Nazir et  al., 2022) emphasizing the importance of 
boundary conditions that moderate the organizational culture–turnover intention link.

Contextual distinctiveness also matters. Uganda’s higher education institutions operate within a 
national culture characterized by collectivism, high power distance, and limited institutional resources 
(Twesigye et al., 2026). Such cultural features create “grey areas” between institutional culture and national 
values. For example, while universities may aspire to build participative and inclusive organizational cul-
tures, national traditions of hierarchical authority can constrain these initiatives. This tension makes 
Uganda an ideal context for testing how commitment mediates and how self-efficacy moderates the 
organizational culture–turnover intention relationship. Findings from Uganda, therefore, extend global 
scholarship by showing how reciprocal exchanges (SET) and personal agency (SCT) interact under con-
ditions of resource scarcity, cultural collectivism, and institutional instability typical of many sub-Saharan 
African HEIs.

We identify three significant ways in which this study enhances academic discourse. First, by focusing 
on higher education institutions (HEIs) in a developing country, we provide empirical support for the 
main variable relationships, a perspective rarely explored in current literature. Second, aligning with 
scholarly demands, we investigate the deeper causal pathways connecting organizational culture and 
turnover intentions. Toward this end, we develop and test commitment as a novel mediator that helps 
explain the adverse influence of organizational culture on turnover intentions. Third, we extend prior 
studies by demonstrating that the mediating effect of organizational commitment is conditional rather 
than fixed. We introduce self-efficacy as a critical boundary factor that reduces the damaging impact of 
organizational culture and commitment on employee retention. Ultimately, this research extends 
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theoretical understanding by uncovering the mechanism through which organizational culture affects 
turnover intentions and the environmental conditions that determine the strength of this indirect link. 
Our discussion encompasses the theoretical basis, methodological approach, key findings, practical impli-
cations, and limitations of our investigation.

Theoretical framework and hypotheses development

This study employs two complementary perspectives of Social Exchange Theory (SET) and Social Cognitive 
Theory (SCT) as foundational lenses to understand the determinants of academic staff’s turnover inten-
tions in a developing economy. SET, with its roots in psychology and sociology, was introduced in the 
business arena by Blau (1964); Blau (2017). SET posits that employment relationships are structured 
around reciprocal exchanges. An individual’s ongoing participation depends on the belief that efforts and 
contributions (effort, loyalty) are reciprocated by fair treatment, recognition, and support from the orga-
nization (Chhabra, 2022). The perception of fairness, whether in reward, recognition, or treatment, serves 
as a critical determinant of relational stability and commitment. When employees perceive an equitable 
balance between their contributions and received benefits, their attachment to the organization is rein-
forced (Chhabra, 2022; Ghani et  al., 2024). Continuous evaluation of reciprocity influences employees’ 
decisions to stay or leave; an imbalance may foster dissatisfaction and turnover. In the end, commitment 
is the outcome of reciprocal exchanges between the employee and the organization experienced through 
perceived support, fairness, and resource sharing (Blau, 1964). When university staff perceive that their 
institution offers development opportunities, a supportive culture, and considerate management, they 
interpret these signals as organizational support, fostering a sense of obligation and emotional loyalty. 
This reciprocal exchange nurtures affective commitment, which represents an emotional bond rooted in 
feelings of trust and mutual obligation (Rai et  al., 2025; Xueyun et  al., 2025).

Theoretically, commitment functions as a mediator because it explains how perceptions of organiza-
tional justice and support influence employee behaviors such as retention and engagement. According 
to SET, when employees perceive that their efforts and dedication are recognized and reciprocated, they 
are more likely to develop a strong emotional attachment (Mora Cortez & Johnston, 2020; Rajâa & 
Mekkaoui, 2025; Tan et  al., 2025)This attachment then reduces turnover intentions and promotes positive 
organizational behaviors, such as increased teaching effort, research involvement, and participation in 
university activities. In effect, commitment transmits the influence of the organizational culture and sup-
port mechanisms onto behavioral outcomes, aligning with findings that strong emotional bonds can 
buffer against intentions to leave (Vuong et  al., 2023; Wu et  al., 2023). By fostering positive social 
exchanges through developmental opportunities and cultivating an inclusive culture, universities can 
reinforce commitment among staff. This, in turn, leads to higher retention and improved performance, 
illustrating the mediating role of commitment in translating supportive organizational practices into pos-
itive employee outcomes.

In addition, we integrate SCT (Bandura, 1986), which postulates that the social setups influence how 
humans learn and behave. During socialization, individuals gain traits, learn behaviors, and comprehend 
their actions and likely consequences. Framed around reciprocal determinism, behavior (TI), personal fac-
tors (SE), and environmental influences (OC) are mutually reinforcing and dynamically interconnected 
(Nazir et  al., 2022). Changes in one component can influence the others in a feedback loop. At the heart 
of SCT, we highlight the role of self-efficacy as an individual’s belief in their capability to perform specific 
tasks influences motivation, behavior, and persistence within organizational contexts (Doanh Duong 
et  al., 2024). When employees possess high self-efficacy, they interpret organizational cues and chal-
lenges more optimistically. They view obstacles as opportunities for growth and are more confident in 
their ability to adapt, perform effectively, and meet organizational expectations. This heightened belief 
in their own efficacy fosters stronger emotional investment in the organization, enhancing employee 
commitment and consequently reducing the likelihood of turnover. Furthermore, individuals with high 
self-efficacy tend to assess situations more objectively, manage better, and demonstrate resilience (Liu 
et al., 2025), all of which reinforce retention even amid organizational uncertainties (Ma’ruf & Juhaidi, 2025).

In contrast, employees with low self-efficacy tend to doubt their abilities, interpret workplace chal-
lenges as threats rather than opportunities, and may feel overwhelmed or disengaged. Despite having 
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emotional attachment or organizational commitment, their lack of confidence impairs their ability to 
translate these feelings into retention behaviors. This diminishes the protective effect of organizational 
commitment against turnover intentions, thereby weakening the indirect pathway linking culture and 
turnover via commitment. This dual-theoretical approach provides a comprehensive understanding of the 
complex social and psychological dynamics influencing academic staff’s commitment. SET underscores 
the importance of perceived fairness and reciprocity in maintaining relational bonds, while SCT empha-
sizes the role of cognition, self-efficacy, and environmental influences in shaping behaviors.

Organizational commitment (COM as a mediator)

COM reflects the extent to which employees align with institutional goals and develop an emotional 
bond with their workplace (Vuong et  al., 2023). Committed staff tend to demonstrate better perfor-
mance, greater job satisfaction, prosocial behaviors, and lower levels of absenteeism and turnover inten-
tions (Kmieciak, 2022). In universities, COM significantly affects teaching effort, student engagement, 
research involvement, and overall academic excellence (Ul Hassan et  al., 2023).

While literature shows that COM is strongly linked to employee retention (Wu et  al., 2023), there is 
limited empirical evidence focusing specifically on academic personnel. Research suggests that increasing 
attachment and improving workplace conditions are key to reducing turnover (Vuong et  al., 2023). 
Universities can strengthen COM by offering developmental opportunities (Ul Hassan et  al., 2023) and 
cultivating a supportive culture (Wu et  al., 2023). These efforts may be perceived as signals of institu-
tional support, fostering loyalty and discouraging staff from seeking alternatives (Shao et  al., 2022).

Empirical findings also show that a strong organizational culture correlates negatively with turnover 
intentions and positively with retention (Kmieciak, 2022; Volkova & Chiker, 2020). Faculty who perceive a 
positive and inclusive culture tend to stay, feel integrated into the institution (Jyoti et  al., 2020), contrib-
uting to workforce stability.

H1: Organizational commitment mediates the organizational culture and turnover intentions.

The moderating role of self-efficacy (SE)

This research applies insights from Social Cognitive Theory (Bandura, 1986) to explore how personal 
efficacy modifies the indirect pathway linking organizational culture and turnover intentions via employee 
commitment. According to SCT, an individual’s belief in their capabilities significantly affects how they 
engage with and respond to workplace dynamics. High SE individuals are more likely to interpret orga-
nizational environments positively and see challenges as avenues for growth. Such perceptions may lead 
to deeper emotional investment and reduced likelihood of leaving compared to those with lower SE. 
These individuals are also more objective in evaluating situations and confident in handling pressure. 
Nazir et  al. (2022) demonstrated that SE played a moderating role in reducing turnover risk among 
healthcare workers in Pakistan. Laschinger et  al. (2015) similarly found that higher SE correlated with 
increased job satisfaction and stability. Wu et  al. (2023) reinforced that confident employees perform 
better, achieve goals more efficiently, and remain longer with their employers. We apply these findings 
to assess how self-efficacy conditions the OC–TI relationship among Ugandan academics, an area marked 
by elevated turnover rates.

H2: Self-efficacy exerts a conditional effect on the link between Organization Commitment and Turnover intentions

Moderated mediation

While organizational culture influences work attitudes, its impact may depend on other factors (Kelly, 
2020). Prior studies often focus on direct or simple indirect effects, yielding inconsistent results (Idrees 
et  al., 2023). To better capture these dynamics, researchers recommend using moderated mediation mod-
els, which explain how and when an effect occurs by showing that the strength of an indirect relation-
ship depends on a third variable (Sklar et  al., 2021). Recent studies have successfully applied this model 
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in various contexts. For example, Bhat et  al. (2023), established that PLMC significantly moderated the 
relationship between stress and turnover intentions, as well as the relationship between commitment 
and turnover intentions. Pahlevan Sharif et  al. (2021) stated that psychological ownership influenced the 
indirect link between support and turnover intentions, while Hebles et  al. (2022) reveals that COVID-19 
worry and supervisor support moderate the strength of the indirect pathway from stress to turnover 
intentions via psychological safety. Further, Gautam and Gautam (2024), research identified that service 
climate and emotion regulation jointly moderate the indirect effect of occupational stress on turnover 
intentions. In this study, we propose that the indirect effect of organizational culture on turnover inten-
tion via commitment may be influenced by self-efficacy (To & Yu, 2024). High self-efficacy may strengthen 
how individuals internalize organizational culture, increase their commitment, and reduce turnover inten-
tions (Amankwah et  al., 2025; Xiao et  al., 2022). Therefore, the extent to which commitment transmits 
the effect of organizational culture on turnover intentions may vary depending on levels of self-efficacy.

H3: Self-efficacy plays a role in changing the strength of the relationship between organizational culture and turn-
over intention, mediated by organizational commitment.

In summary, the arguments and findings presented in the existing theoretical and empirical literature 
have been integrated into the proposed moderated mediation structure shown in Figure 1.

Methodology

Research design and sampling procedure

This research implemented a survey-based cross-sectional methodology to obtain responses from a tar-
geted pool of 4,192 academic staff working in various Ugandan higher education institutions. Applying 
Yamane (1967) statistical method, the required sample size was calculated as 878 participants, who were 
distributed proportionally across faculties based on their relative sizes in the population, thus ensuring 
representativeness. This approach ensured the sample accurately reflected the target population, enhanc-
ing the reliability of the findings. The sampling procedure began by classifying the universities into public 
and private types. Then, each university was treated as a separate stratum. Within these, individual staff 
members were selected through random sampling techniques. Each individual was assigned a number 
then a lottery method was used to pick respondents (Abren et  al., 2025). Before the survey commenced, 
all participants were given a participant information sheet, ethical approval letters from TASO-REC 
(TASO-2022-194) and UNSCT-SS1898ES (research bodies accredited to oversee research in Uganda), a writ-
ten consent document, and a standardized questionnaire. Participants were assured of confidentiality and 
reminded that their involvement was voluntary, with the option to stop participating at any time (Gebresilase 
et  al., 2025). The data gathering phase took place over a three-month duration, from April to June 2023.

Respondents’ demographics

Of the 878 survey instruments issued, 574 complete and analyzable responses were obtained, corre-
sponding to a return rate of 65.3%. This attrition was due to some respondents who withdrew their 
consent after distribution of the instrument, others who provided incomplete responses, and some who 

Figure 1.  Research model: Source: Model 14 Hayes (2022).
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were unable to return the questionnaires due to work-related commitments at their institutions. The 
gender breakdown showed that 63.9% of respondents were male, with females accounting for 36.1%. 
Concerning age, the most commonly represented group was those aged 31–40 (45.3%), while the least 
represented were those aged 51–60 (1.2%).

Measurement of the constructs

We utilized self-report measures to evaluate all study variables through a structured questionnaire. All 
instruments were drawn from well-established scales and were adapted where necessary to ensure con-
textual relevance. The questionnaire was administered in English, which is the official language of instruc-
tion and professional communication in the study context. Minor wording adjustments were made to 
enhance clarity and cultural appropriateness without altering the underlying meaning of the items 
(O’Connor, 2018).

Turnover intention was measured using fourteen items adapted from Jacobs and Roodt (2008). These 
items capture multiple aspects of turnover intention, including thoughts of leaving the organization, 
intentions to search for alternative employment, and perceived likelihood of voluntary exit. Respondents 
indicated the extent to which each statement reflected their intentions. The scale demonstrated excellent 
internal consistency in the current study (Cronbach’s α = 0.909).

Organizational culture was assessed using twenty-four items derived from the Organizational Culture 
Assessment Instrument (OCAI) developed by Cameron and Quinn (2011). The scale captures key cultural 
dimensions, including clan, adhocracy, market, and hierarchy orientations, reflecting shared values, lead-
ership styles, and organizational practices. Items were adapted slightly to reflect the organizational con-
text under investigation while preserving the original conceptual structure. Following prior empirical 
practice, items were aggregated to form a single composite score representing perceived organizational 
culture as a contextual climate influencing employee attitudes and behaviors. The scale exhibited satis-
factory reliability (α = 0.852).

Organizational commitment was measured using nineteen items from Meyer and Allen (1997) 
three-component model, which assesses affective commitment (emotional attachment), continuance 
commitment (perceived cost of leaving), and normative commitment (sense of obligation). All items were 
retained from the original scale and demonstrated strong internal consistency in the present study 
(α = 0.881).

Self-efficacy was measured using twenty items adapted from Bandura (2001) and Haddad and Taleb 
(2016). The scale captures individuals’ judgments of their own physiological states, social persuasion, 
vicarious experience, and enactive mastery. The adapted items showed adequate reliability (Cronbach’s 
α = 0.806), indicating acceptable internal consistency. All scale items were measured using a standardized 
seven-point Likert-type response format, ranging from 1 (“strongly disagree”) to 7 (“strongly agree”), with 
higher scores indicating stronger endorsement of the underlying construct. Before the main data collec-
tion, the adapted questionnaire was subjected to a pilot test to assess clarity, reliability, and contextual 
appropriateness. The pilot results indicated satisfactory psychometric properties, and no further substan-
tive modifications were required.

Regarding demographic variables, gender was coded as a dichotomous variable (0 = male, 1 = female), 
and age was categorized into five groups, consistent with prior empirical studies (Khalifa & Shehata, 2025).

Validity test

To test for construct validity, Exploratory factor analysis (EFA) was used to provide a snapshot of the 
statistical relationships of key behaviours, attitudes, and dispositions among constructs of interest (Alavi 
et  al., 2024). EFA was applied to uncover the hidden patterns, factor overlaps, and general characteristics 
of the multi-dimensional latent constructs (Yasmin et  al., 2025). With EFA, the Kaiser-Meyer-Olkin (KMO) 
and Bartlett’s sphericity statistical tests were performed to identify interpretable characteristics and 
simplified-structure solutions. Any items with factor loading <0.5 or that were found to cross-load were 
removed from the analysis (Yasmin et  al., 2025).
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The variables were factor analyzed using Principal Component Analysis and Varimax Rotation to iden-
tify their dimensions and check for construct validity. The results in Table 1 reveal the outcome of turn-
over intentions, with only nine items loading, as five of its items did not load, hence were excluded from 
the analysis. Results show a Kaiser–Meyer–Olkin Measure of Sampling Adequacy (KMO) of 0.925, and 
Bartlett’s Test of Sphericity, which yielded a Chi-Square of 2731.401 with a df of 36, significant at p < 0.000, 
confirming that factor analysis was adequate. The PCA results revealed the presence of only one compo-
nent with a 5.23 eigenvalue, explaining the 58.1% variance in turnover intention.

Twenty-four items of organizational culture were also factor analyzed. Results in Table 2 show a 
Kaiser–Meyer–Olkin Measure of Sampling Adequacy (KMO) of 0.874, and Bartlett’s Test of Sphericity 
yielded a Chi-Square of 1856.454 with a df of 45, which was significant at p<.000. Findings further show 
that three items measuring Clan culture loaded on component one (three items did not load, hence 
excluded). These items had an Eigenvalue of 3.176, accounting for 43% of the variance in organizational 
culture. Factor 2 was named Adhocracy Culture after two of its items loaded on it (four of its items did 
not load). This factor had an Eigenvalue of 2.222, explaining 10.7% of the variance in organizational 
culture. The 3rd and 4th factors were named Hierarchy Culture (Eigenvalue = 2.036, variance = 9.8%), with 
two items loading and four dropped, and Market Culture (Eigenvalue = 1.611, variance of 7.2%), with 
three items loading and three excluded, respectively. Finally, all 10 items used to measure the four com-
ponents in this study account for 70.9% of the variance in organizational culture.

Organizational commitment’s 19 items were analyzed using Principal Component Analysis (PCA) and 
Varimax Rotation to identify their dimensions and check for construct validity. The results in Table 3 show 
that a Kaiser–Meyer–Olkin Measure of Sampling Adequacy (KMO) was 0.907, and Bartlett’s test of 
Sphericity shows a Chi-Square of 4447.935 with a df of 105, p<.000. Moreover, this analysis yielded three 
factors: affective, normative, and continuous. The composite measures were computed using the aver-
aged item responses for each construct. Six items measuring affective commitment loaded on factor one, 
with one of its items dropped because of not loading. This factor had an Eigenvalue of 5.931, accounting 
for approximately 36% of the variation in organizational commitment. Three items measuring normative 
commitment with an Eigenvalue of 2.870 loaded on factor two, with three of its items dropped from the 
study as they did not meet the criteria. This factor explains approximately 16% of the variations in 

Table 1.  Factor analysis results for turnover intentions.
Kaiser–Meyer–Olkin measure 

of sampling adequacy.
0.925

Bartlett’s test of sphericity Chi-Square 2731.401
df 36

Significance 0.000

Study variables: Turnover 
intentions Eigen value % of variance Cumulative %

1 component 5.226 58.1 58.1

Items loadings 1

I am planning to look for a 
new job outside the 
education sector.

0.725

Lately, I have taken an 
interest in job offers in the 
newspaper.

0.721

I don’t think I will spend my 
entire career with this 
university.

0.714

I am keenly searching for an 
alternative job at another 
university.

0.818

I frequently consider working 
at another university.

0.757

I think a lot about leaving the 
university.

0.747

In the next few years, I will 
leave this university

0.799

I will leave my job as soon as 
I get another job.

0.826

I am most certainly going to 
look for a new job in the 
near future.

0.741
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organizational commitment. Finally, all six items measuring continuous commitment loaded on compo-
nent three with an Eigenvalue of 1.025, explaining 9.7% of the variance in organizational commitment. 
Finally, all the 15 items that loaded were used to measure the three components cumulatively account 
for 65.5% of the variance in organizational commitment.

Finally, 20 self-efficacy items were factor analyzed to identify dimensions and assess construct validity. 
The results in Table 4 show a Kaiser–Meyer–Olkin Measure of Sampling Adequacy (KMO) of 0.792 and 
Bartlett’s Test of Sphericity with a Chi-Square of 3323.918 and df = 66, significant at p < 0.000, confirming 
that factor analysis was appropriate. The analysis indicated that the items loaded on four factors. Three 
items measuring Enactive Mastery loaded on component one, with an Eigenvalue = 4.940, explaining 
35.3% of the variance in self-efficacy. Three of its items did not meet the criteria, so they were removed 
from the analysis. Component two was named Vicarious Experience, after four of its items loaded on it 
(one item was dropped). This factor had an Eigenvalue = 2.275, accounting for 16.2% of the variation in 
self-efficacy. Results further indicate that three items measuring Verbal Persuasion loaded on factor three, 
with an Eigenvalue = 1.565, accounting for approximately 11% of the variance. One of its items was 
dropped because it did not load. Finally, two items of Physiological Arousal loaded on factor four, with 

Table 2.  Factor analysis results for organizational culture.
Kaiser–Meyer–Olkin measure of 

Sampling Adequacy.
.874

Bartlett’s Test of Sphericity Chi-Square 1856.454
df 45
Significance .000

Study variable: Organizational 
culture Eigen Value % of Variance Cumulative %

1. Clan culture 3.176 43.153 43.153
2. Adhocracy culture 2.222 10.725 53.878
3. Hierarchy culture 2.036 9.797 63.676
4. Market culture 1.611 7.211 70.887

Items loadings 1 2 3 4

Adhocracy culture
My university adopts 

entrepreneurial business 
practices in its way of 
operation.

.756

My university’s management is 
considered an innovator 
and risk-taker.

.775

Hierarchy culture
My university enforces policies 

and procedures.
.853

My university conforms to the 
necessary laws for 
employment stability.

.781

Market culture
My university emphasizes 

competition as a means of 
measuring the achievement 
of its mission.

.666

Academic staff share a 
common orientation 
towards the university’s 
vision and mission.

.658

My university gains 
competitiveness in the 
marketplace through 
tailor-made academic 
programmes.

.828

Clan culture
The academic staff at my 

university shares a lot of 
things in common.

.837

My university emphasizes a 
high degree of cohesion 
among staff in achieving 
the university’s mission.

.688

Academic staff in our university 
exchange ideas freely and 
openly with each other.

.658
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an Eigenvalue = 1.159, explaining 8% of the variance in self-efficacy. Three of its items did not load, hence 
were excluded from the analysis. Results indicate that all 12 items that loaded on the four factors account 
for approximately 71% of the variance in self-efficacy.

Descriptive statistics

Table 5 provides a summary of the mean values, standard deviations, and pairwise correlations among the 
focal constructs created after factor analysis using only the items that loaded. Organizational culture 
(M = 4.342), organizational commitment (M = 4.291), and self-efficacy (M = 4.014) were rated most favorably, 
with corresponding standard deviations of 0.907, 0.894, and 0.872. The turnover intention had a mean score 
of 3.98 (SD = 0.579), suggesting relatively low to moderate levels compared to other variables. Reliability 
metrics for the measurement instruments are included in the table and demonstrate acceptable to high 
internal consistency across all scales. Bivariate analyses revealed that the strongest association was between 
organizational commitment and turnover intention (r = −0.325, p < 0.01), followed by the relationship between 

Table 3.  Factor analysis for organizational commitment.
Kaiser–Meyer–Olkin measure of 

Sampling Adequacy.
.907

Bartlett’s Test of Sphericity Chi-Square 4447.935
df 105
Significance .000

Items of Organizational 
Commitment Eigen Values % Variance Cumulative %

1. Affective commitment 5.931 35.578 35.578
2. Normative commitment 2.870 15.628 58.674
3. Continuous commitment 1.025 9.768 65.506

Items and their Factor Loadings 1 2 3

Continuous commitment
I am afraid of what might happen 

if I quit my job at this 
university without having 
another one lined up

.632

It would be very hard for me to 
leave my job at this university 
right now, even if I wanted to.

.774

Too much of my life would be 
disrupted if I left this 
university.

.799

Right now, staying on in my job 
at this university is a matter of 
necessity.

.766

I believe there are too few 
options to consider leaving 
this university.

.781

It would be too costly for me to 
leave this university right now.

.735

Normative commitment
I would feel guilty if I left this 

university now.
.709

I would not leave my university 
right now because of my 
sense of obligation to it.

.709

I owe a great deal to this 
university.

.591

Affective commitment
I am very happy to be a member 

of this university.
.786

I enjoy providing relevant 
information about my 
university to people outside it.

.760

I am part of the family of this 
university.

.764

I feel emotionally attached to this 
university.

.782

This university has a great deal of 
personal meaning for me.

.798

I feel a strong sense of belonging 
in this university.

.803
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organizational culture and turnover intention (r = −0.305, p < 0.01). The weakest yet statistically significant 
relationship was observed between self-efficacy and turnover intention (r = −0.228, p < 0.01). Additionally, 
organizational commitment and self-efficacy showed strong positive associations with organizational cul-
ture, with correlation coefficients of 0.640 and 0.455, respectively (p < 0.01). A moderate but significant cor-
relation was also found between self-efficacy and organizational commitment (r = 0.343, p < 0.01).

Statistical analyses-testing of hypotheses

To validate the conceptual model and its associated relationships, we utilized Hayes (2022) PROCESS 
Macro model 4 for testing mediation and model 14 for examining the moderation and moderated 

Table 4.  Factor analysis results for self-efficacy.
Kaiser–Meyer–olkin measure 

of sampling adequacy.
0.792

Bartlett’s test of sphericity Chi-Square 3323.918
df 66

Significance 0.000

Study variable: Self-efficacy Eigen value % of variance Cumulative %

1. Enactive mastery 4.940 35.286 35.286
2. Vicarious experience 2.275 16.252 51.538
3. Verbal persuasion 1.565 11.177 62.715
4. Physiological arousal 1.159 8.278 70.993

Items loadings 1 2 3 4

Vicarious experience
I have a career mentor 0.896
I try to model my behaviour 

after my mentor
0.928

I admire my mentor’s ability 
to motivate others

0.971

I use the approaches of my 
mentors to execute tasks

0.776

Verbal persuasion
My peers often encourage 

me to execute my job 
tasks.

0.757

My family members often 
encourage me to 
execute my job tasks.

0.809

My friends often encourage 
me to execute my job 
tasks.

0.861

Physiological arousal
My mental state is fit for 

the execution of my job 
tasks.

0.867

My emotional state is fit for 
the execution of my job 
tasks.

0.881

Enactive mastery
I effectively teach courses in 

my area of specialization.
0.803

My experience has helped 
me become a better 
facilitator.

0.858

My academic experience 
has improved my 
teaching style.

0.843

Table 5.  Descriptive, zero-order pearson correlation, and reliability results.
Transformed variables Mean SD 1 2 3 4 Rel.

Turnover Intentions (1) 3.871 0.578 1 0.909
Organizational Culture (2) 4.342 0.907 −0.305** 1 0.852
Organizational 

Commitment (3)
4.291 0.894 −0.325** 0.640** 1 0.881

Self-efficacy (4) 4.014 0.872 −0.228** 0.455** 0.343** 1 0.806

Notes: N = 574.
**Correlation is significant at the 0.01 level (2-tailed).
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mediation hypotheses. During this process, both gender and age (control variables) were held constant. 
The mediation analysis was based on MacKinnon (2012)’s guidelines, which require evaluating the follow-
ing sequential relationships: (i) organizational culture → organizational commitment (path a1), (ii) orga-
nizational commitment → turnover intention (path b1), and (iii) organizational culture → turnover 
intention (path c’). The significance of path c’ is not required for mediation to take place; however, its 
presence suggests partial mediation, while its absence supports full mediation. The mediation effect is 
computed by multiplying the coefficients of paths a1 and b1. To test for hypotheses H2 and H3, we 
employed moderated mediation analysis using the PROCESS macro (Hayes, 2022). This statistical approach 
allows us to examine whether the indirect effect of organizational culture on turnover intentions through 
commitment varies across different levels of self-efficacy. Specifically, we tested the hypothesis that 
self-efficacy moderates the mediating pathway, that is, the strength of the indirect effect of organiza-
tional culture on turnover intentions via commitment, by estimating conditional indirect effects at high 
and low levels of self-efficacy. This approach provides a clear understanding of how the effectiveness of 
organizational culture in reducing turnover intentions through commitment depends on individuals’ 
self-efficacy levels. The significance of these conditional indirect effects was determined through boot-
strapping procedures with 5000 resamples, following the guidelines outlined by Hayes (2022). Such anal-
ysis helps clarify the circumstances under which organizational culture exerts the strongest influence on 
turnover intentions, highlighting the moderating role of self-efficacy in this process.

Findings

Mediation results

According to Table 6, gender and age had no meaningful influence on the mediation process. Model 1 
shows that organizational culture has a significant positive association with organizational commitment, 
explaining 34.7% of the variance (R2 = 0.347, F = 100.972, p < 0.001), with β = 0.571, p < 0.001, meeting the 
first condition. Model 2 reveals that organizational commitment significantly influences turnover inten-
tion, with 11.9% of the variance explained (R2 = 0.119, F = 19.242, p < 0.001). The standardized coefficient 
was β = −0.246, p < 0.001, validating the second condition. Model 2 also confirms a direct effect of orga-
nizational culture on turnover intention (β = 0.133, p = 0.005), indicating partial mediation. Bootstrapping 
was performed with 5000 resamples at the 95% confidence level. The resulting confidence intervals did 
not contain zero, supporting the existence of a mediating role played by organizational commitment in 
the relationship between organizational culture and turnover intention. Therefore, Hypothesis H1 is 
substantiated.

Moderation and moderated mediation results

This section evaluates the moderation and moderated mediation effects, focusing on how self-efficacy 
shapes the relationship between commitment and turnover intentions, as proposed in H2. Results 
reported in Table 7 indicate that, in Model 1, none of the demographic controls were significant, but 
organizational culture had a strong positive association with commitment (β = 0.571, p = 0.000), explaining 

Table 6.  Mediating effect of COM on the relationship between OC and TI.

Predictors

Model 1 (organization culture) Model 2 (turnover intention)

β p-v β p-v
Constant −0.162 0.255 0.119 0.472
Gender −0.020 0.777 −0.076 0.352
Age 0.070 0.082 −0.005 0.920
Organization Culture 0.571*** 0.000 C’ = 0.133** 0.005
Organization Commitment – – b1 = −0.246*** 0.000
R2 0.347 0.119
F 100.972*** 19.242***
Mediation = a1× b1 = 0.571 × −0.246 = −0.141, SE = 032, CI = −0.205, −0.077

Note: **p < 0.01; ***p < 0.001.
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34.7% of its variance (R2 = 0.347, F = 100.972, p = 0.000). In Model 2, organizational culture (β = −0.098, 

p = 0.048), commitment (β = −0.207, p = 0.000), and self-efficacy (β = −0.114, p = 0.010) were all significant 
predictors of turnover intentions. Notably, the interaction between commitment and self-efficacy was 
also statistically significant (β = −0.082, p = 0.019), suggesting that the strength of the commitment–turn-
over intentions relationship depends on the level of self-efficacy.

The total variance explained in turnover intentions was 13.7% (R2 = 0.137, F = 14.968, p = 0.000), with 
the interaction effect uniquely explaining 0.8% of this variance (ΔR2 = 0.008, F = 5.557, p = 0.019), providing 
empirical support for H2. As shown in Figure 2, at low commitment levels, turnover intentions are higher 
for employees with low levels of self-efficacy (3.239) than for those with high levels of self-efficacy 
(3.175). However, as commitment increases, turnover intentions drop more significantly for those with 
high levels of self-efficacy (2.597) compared to those with low levels of self-efficacy (2.989), underscoring 
self-efficacy’s buffering function in reducing turnover risk.

Finally, H3 was evaluated to determine whether self-efficacy moderates the indirect effect of organi-
zational culture on turnover intentions via commitment. Findings in Table 8 disclose that the moderated 
mediation was not significant at low levels of self-efficacy as both confidence intervals had zero in 
between them (β = 071, SE = 0.038, CI = −0.146, 0.006). However, the outcome of the interaction indicates 
that the moderated mediation took place at both the mean level (0), β = −0.118, SE = 0.032, CI = −0.118, 
−0.056, and 1 (one) Standard Deviation above the mean, β = −0.165, SE = 0.036, CI = −0.240, −.094. The 
existence of this interaction is confirmed by the moderated mediation Index β = −0.047, SE = 0.020, 

Table 7.  Moderating effect of self-efficacy on organization culture and turnover intention.
Model 1 (organization culture) Model 2 (turnover intention)

Variable name β p-v β p-v
Constant −0.162 0.255 0.218 0.194
Gender −0.020 0.777 −0.104 0.210
Age 0.070 0.082 −0.019 0.688
Organization culture (OC) 0.571*** 0.000 −0.098* 0.048
Organization commitment (OCOM) – – −0.207*** 0.000
Self-Efficacy – – −0.114** 0.010
Organization culture × self-efficacy −0.082* 0.019
R2 0.347, F = 100.972*** 0.137, F = 14.968***
ΔR2 – 0.008, F = 5.557*

Note: *p < 0.05; **p < 0.05; ***p < 0.001.

Figure 2. G raphical Representation of the Moderating Role of Self-Efficacy on OCOM and TI.

Table 8.  Moderating effect of self-efficacy on the mediated link of OC and TI through COM.
Self-efficacy Effect SE BootLLC1 BootULC1

Lower level −1 −0.071 0.038 −0.146 0.006
Mean level (0) −0.118 0.032 −0.181 −0.056
Higher level +1 −0.165 0.036 −0.240 −0.094
Moderated Mediation Index = −0.047 0.020 −0.087 −0.009
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CI = −0.087, −0.009, with both confidence intervals being nonzero. Thus, H3 is also confirmed by the 
study. The finding of this interaction is illustrated by Figure 3. The results imply that firms need to invest 
their resources in programs that increase both commitment and self-efficacy in their staff to reduce 
employee turnover intentions and to have a command in the marketplace.

Discussion

Globally, turnover intentions remain a daunting challenge among organizations due to the burden of 
costs associated with it. However, much of the existing research on turnover intentions (TI) has been 
centered on Western settings. Furthermore, limited attention has been given to the mediating processes 
and contextual factors that shape the effects of organizational culture (OC) on turnover intentions (TI). 
In response to this gap, our study adopts a perspective from a developing nation to explore how OC 
influences staff turnover decisions through new mediating and moderating variables. We applied a con-
ditional indirect-effects framework involving three hypotheses, all of which were empirically validated 
within the higher education institutional setting.

H1 looked at whether commitment serves as a linking mechanism in the connection between OC and 
TI. These findings are significant because they reveal the mechanistic role of commitment as a partial 
mediator between OC and TI, rather than a direct or full mediation effect. This insight deepens our 
understanding of how and why a strong OC influences employee retention not merely by creating a 
culture that reduces turnover risk directly, but by fostering a sense of commitment that then reduces TI. 
This insight is important because it confirms and extends prior research conducted in Western contexts 
(Güllü et  al., 2020; Hermanto et  al., 2024; Sharif et  al., 2025; Zhou et  al., 2020) grounding the results 
firmly in empirical evidence while offering partial mediation, which is more realistic in complex organi-
zational settings where multiple factors influence outcomes. Specifically, this study uniquely demon-
strates that in Uganda’s higher education sector, the mediating role of commitment in the organizational 
culture-turnover intentions relationship is significantly influenced by cultural factors specific to the 
Ugandan context.

Moreover, the study’s alignment with SET enriches its theoretical contribution. It shows that mutual 
trust and perceived support within an inclusive organizational environment act as the “currency” 
exchanged between academic staff and the institution, reinforcing loyalty and engagement (Tsen et  al., 
2022). Unlike some studies that treat organizational culture and commitment as separate direct predic-
tors, this finding emphasizes the dynamic process of exchange and emotional bonding that links culture 
to behavioral outcomes such as turnover intentions. This confirms the novelty of our study from the 
previous studies in this field.

Furthermore, the moderation analysis for H2 suggests that self-efficacy makes the effect of organiza-
tional commitment on turnover intention stronger. Within the framework of this investigation, self-efficacy 
determines the extent to which commitment affects turnover intentions. The findings from the modera-
tion analysis of H2 are distinctive because they reveal that self-efficacy not only influences turnover 
intentions directly but also significantly moderates the relationship between commitment and turnover 
intentions. This means that the strength of the protective effect of commitment against turnover depends 
on the level of self-efficacy (SE) among academic staff, a critical insight that adds depth to the 

Figure 3.  Conditional Indirect Effect of Organization Culture on Turnover Intention at valued of the moderator 
Self-Efficacy through Organization Commitment.
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understanding of employee retention dynamics. Unlike studies that treat commitment as uniformly pro-
tective against turnover, these findings show that in institutions where academic staff show high SE, they 
are likely to be more independent, driven, and willing to take initiative, leading to deeper affective and 
normative commitment, and thus lower turnover rates. Academic staff who score high on SE often 
exhibit greater confidence and mental resilience to deal with work-related stress and weakened institu-
tional loyalty, believing that positive outcomes stem from personal effort rather than external support, 
thereby reducing turnover risk.

These insights align with previous national and international research. For example, Opolot et  al. 
(2024) demonstrated that SE reduces the negative effects of weak commitment. Similarly, Chu et  al. 
(2022) found that SE strengthens the connection between professional strengths and turnover behavior 
among healthcare workers in Beijing. Pei et  al. (2024) also reported a similar moderating effect within 
the education sector. Overall, the findings highlight the protective role of self-efficacy in reducing turn-
over intentions, especially in environments where commitment is lacking. Staff with strong self-efficacy 
are more likely to persist despite challenges, drawing on internal motivation and skills to stay engaged. 
Conversely, those with limited self-efficacy may be more vulnerable to stress, increasing turnover risk 
even when commitment seems moderate. To address this, universities should focus on boosting 
self-efficacy through structured feedback systems, peer mentoring, and recognition programs that foster 
self-trust and professional growth. Such strategies help develop a more committed and resilient teaching 
workforce. This moderating role of self-efficacy is unique because it emphasizes personal resources, 
self-belief, and competence as buffers that shield against negative outcomes in organizations, expanding 
beyond the traditional focus on organizational factors alone. This aligns with and extends SCT, highlight-
ing personal agency and internal motivation as key to managing environmental stressors. The study also 
supports prior research (Alhajaj & Ahmad, 2024; Jehanzeb et  al., 2026; Sinisterra et  al., 2025; Yılmaz et  al., 
2024), while specifically applying these insights to Uganda’s academic sector, filling an important gap in 
educational leadership literature. This contextualization offers valuable guidance for universities, as pre-
viously discussed.

We further explore how self-efficacy (SE) conditions the indirect pathway from organizational culture 
(OC) to turnover intention (TI) via commitment, thereby validating H3. Our findings demonstrate that SE 
meaningfully influences the strength of the mediated relationship. Importantly, the extent to which OC 
influences TI through commitment depends on the level of SE present. These findings are distinctive 
because they demonstrate, for the first time in this context, that SE not only moderates the direct rela-
tionship between commitment and turnover intentions but also conditions the entire indirect pathway 
linking organizational culture to turnover intentions via commitment. In practical terms, academic staff 
with high self-efficacy are more likely to view themselves as resilient and competent in managing 
work-related stressors and adapting to organizational demands (Huang et  al., 2025; Opolot et  al., 2023; 
Zeb et  al., 2026). As a result, when lecturers display both confidence and commitment, the negative 
consequences of a poor OC on turnover risk are minimized. On the other hand, when SE is low, the 
indirect effect of commitment on the OC–TI relationship is minimal and lacks statistical significance. A 
decline in self-belief often corresponds with reduced loyalty to the organization and a stronger inclina-
tion to leave. Essentially, low self-efficacy diminishes the overall strength of the organizational culture–
commitment–turnover intention chain of influence. Our findings resonate with those of prior studies 
done in different contexts (Chouchane et  al., 2023; Chu et  al., 2022; Liu et  al., 2022; Pei et  al., 2024; Shao 
et  al., 2022), who also observed significant moderated mediation effects linked to SE. Like these studies, 
the current study underscores the importance of SE in understanding employee retention dynamics and 
suggests that building self-confidence can enhance commitment and reduce turnover (Albdareen et  al., 
2025; Astuti & Suryani, 2025). Aligned with Social Cognitive Theory (SCT), our results affirm that SE is a 
powerful determinant of motivation and persistence in the face of adversity. Academic professionals with 
strong SE are more likely to engage proactively, seek support, and sustain commitment, even under 
unfavorable OC conditions. Their internalized belief in competence supports adaptive behaviors and job 
stability. To leverage this insight, universities should implement strategies that reinforce SE, such as struc-
tured training, peer mentoring, and recognition systems that foster mastery experiences that instill con-
fidence and promote a more committed and steady staff. This moderated mediation insight is especially 
important because it highlights the interplay between personal psychological resources and 
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organizational environment, moving beyond linear cause-and-effect assumptions, hence offering novel 
perspectives that differ from prior research, mainly conducted in Western Countries or other sectors.

Theoretical implications

The findings of this study offer important theoretical advancements in understanding organizational cul-
ture, commitment to the organization, self-belief, and intentions to quit. First, it focuses on the education 
sector within the developing context of Uganda, where limited research has explored the interplay 
among these constructs. Our findings extend current understanding of how organizational culture influ-
ences turnover intentions, specifically within Uganda’s higher education environment. Rather than simply 
confirming direct associations between variables, we delve into both indirect and conditional indirect 
effects, offering deeper insight into the mechanisms at play.

In addition, this study advances the theoretical understanding of organizational behavior by integrat-
ing two distinct yet complementary theoretical frameworks, Social Exchange Theory (SET) and Social 
Cognitive Theory (SCT), to examine how organizational culture influences turnover intention among aca-
demic staff in Uganda. Specifically, SET underpins our hypothesis that a positive organizational culture 
fosters reciprocal commitments, positioning commitment as a mediating mechanism through which cul-
ture reduces turnover intention. Meanwhile, SCT informs our moderation hypothesis, positing that 
self-efficacy moderates the strength of the relationship between commitment and turnover intention, as 
individuals with higher self-efficacy are better equipped to cope with organizational challenges and 
maintain commitment.

The integration of these theories provides a cohesive, multi-level explanatory model: organizational 
culture (independent variable) shapes employees’ commitment (mediator) via reciprocal social exchanges 
(SET), while individual self-efficacy (moderator) influences the strength of the commitment-turnover rela-
tionship (SCT). This dual-theoretical approach explicitly links contextual organizational factors with indi-
vidual psychological processes, bridging macro-level cultural influences with micro-level cognitive 
mechanisms.

The validated hypotheses and support for the moderated mediate structure demonstrate the robust-
ness of this integrative framework, highlighting its potential to extend current theoretical models by 
emphasizing the interactive and conditional nature of organizational and individual factors in predicting 
turnover intention. Our findings suggest that future theory development should consider the complex 
interplay between organizational contexts and individual cognitions, advocating for more 
mechanism-focused, multi-theoretic models in organizational research. This approach not only broadens 
the conceptual scope but also offers practical implications for designing culturally sensitive interventions 
that enhance retention through both organizational and individual pathways, thereby enriching the the-
oretical dialogue on employee turnover determinants.

Implications for educational management and leadership

The challenge of talent retention is increasingly central to organizational success, particularly within the 
higher education sector. Our study offers actionable insights for institutional leaders seeking to improve 
workforce stability and performance. The findings have practical implications for how Ugandan higher 
education institutions (HEIs) can manage retention through deliberate cultural interventions. Our results 
show that organizational culture (OC) influences turnover intention (TI) both directly and indirectly via 
organizational commitment (Commrey & Lee, 1992), and that these effects are contingent on self-efficacy 
(SE). First, shaping institutional culture. Universities should not treat culture as a broad ideal but as a 
set of actionable dimensions. Using Cameron and Quinn (2011) framework, leadership can target adhoc-
racy (promoting flexible responses to challenges), clan (enhancing employee wellbeing), market (clarify-
ing institutional purpose), and hierarchy (establishing fair procedures). In practice, this means embedding 
rituals of consultation (e.g. town-hall meetings and collegial forums) and replacing opaque 
decision-making with transparent processes that balance Uganda’s hierarchical traditions with participa-
tive governance.
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Second, investing in commitment-building practices. Since commitment is the critical mediator, HEIs 
must design practices that signal reciprocity. Professional development opportunities (scholarship sup-
port and conference funding), recognition of academic contributions, and fair promotion systems can 
build affective and normative commitment. These initiatives are particularly important in Uganda, where 
resource scarcity and governance challenges often erode perceptions of fairness. Commitment grows 
when staff feel valued as partners, not just as workers.

Third, tailoring interventions to self-efficacy levels. Our results show that SE conditions whether com-
mitment translates into retention. Universities should therefore differentiate their HR strategies. For staff 
with low SE, structured mentoring, skills training, and feedback mechanisms are essential to build confi-
dence and resilience. For high-SE staff, interventions should focus on providing autonomy, growth oppor-
tunities, and leadership pathways; otherwise, these individuals may leverage their confidence to exit the 
institution. This differentiated approach recognizes that “one-size-fits-all” retention policies are insufficient.

Finally, aligning institutional culture with national culture. Ugandan society is characterized by collec-
tivism and high-power distance, which can clash with HEIs’ aspirations for inclusive and participative 
cultures. Leaders should actively manage this tension by creating spaces where academic staff feel both 
respected within hierarchical structures and empowered to contribute to institutional direction. For 
example, introducing collaborative research clusters, faculty-led quality circles, and joint curriculum 
review committees can bridge collectivist values with professional autonomy. Such practices ground cul-
tural change in local realities rather than imposing abstract models. Taken together, these implications 
highlight that reducing turnover in Ugandan HEIs requires more than generic HR initiatives. Effective 
retention strategies must deliberately reshape cultural practices, reinforce reciprocal commitment, and 
recognize the conditional role of self-efficacy. By situating interventions within Uganda’s cultural and 
institutional context, universities can build more resilient and committed academic communities.

Limitations and proposals for future research

Despite its contributions, this study has several limitations that should be acknowledged and interpreted 
in light of the methodological choices made. First, the study employed a cross-sectional research design, 
which captures relationships among organizational culture, organizational commitment, self-efficacy, and 
turnover intention at a single point in time. While this design is appropriate for examining associations 
and testing mediation and moderation models, it limits the ability to draw causal inferences or observe 
how turnover intentions evolve as organizational conditions change. Future research could adopt longi-
tudinal designs to examine dynamic changes in commitment and turnover intentions over time and to 
strengthen causal interpretations.

Second, the study relied on self-reported questionnaire data, which may be subject to common 
method variance and social desirability bias. Although established and reliable measurement scales were 
used, respondents’ perceptions and attitudes may not fully reflect objective organizational conditions or 
actual turnover behavior. Future studies could mitigate this limitation by incorporating multi-source data, 
such as supervisor assessments, administrative records, or actual turnover data, to enhance measurement 
robustness.

Third, the sampling strategy focused exclusively on academic staff from eight universities in Uganda, 
reflecting a deliberate contextual focus on higher education institutions in a developing economy. While 
this enhances the contextual relevance of the findings, it also limits their generalizability to other insti-
tutional settings or national contexts. Organizational cultures, employment conditions, and academic 
labor markets may differ substantially across countries. Replication studies across multiple countries or 
comparative cross-national designs would help establish the broader applicability of the proposed model.

Fourth, the study utilized a quantitative, fixed-response survey approach, which constrained respon-
dents to predefined constructs and response options. Although this approach allowed for statistical test-
ing of theoretically grounded relationships, it may have limited deeper insights into unobserved or 
context-specific factors influencing turnover intentions. Future research could complement quantitative 
findings with qualitative or mixed-method approaches, such as interviews or focus groups, to capture 
richer narratives surrounding academic staff retention.
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Fifth, our study operationalized organizational culture as an aggregated construct reflecting employ-
ees’ overall cultural perceptions rather than examining the four distinct culture types proposed in the 
Competing Values Framework. While this approach aligns with the study’s mechanism-oriented objec-
tives, it does not capture potential differential effects of clan, adhocracy, market, and hierarchy cultures 
on commitment and turnover intentions. Future research could disaggregate organizational culture into 
its constituent dimensions to explore whether specific culture types exert distinct or even opposing 
influences on academic staff retention. Such analyses may offer additional shade, particularly in contexts 
where competing cultural values coexist within institutions.

Finally, the study examined organizational commitment as the sole mediating mechanism and 
self-efficacy as a single moderating variable. While these choices were theoretically justified, other psy-
chological, organizational, or contextual factors, such as job satisfaction, perceived organizational sup-
port, leadership style, or labor market conditions, may also shape turnover intentions. Future research 
could extend the model by incorporating additional mediators or moderators to further unpack the com-
plexity of academic staff retention.

Conclusion

The success of any institution heavily relies on its workforce. This research demonstrates that a robust 
organizational culture significantly lowers turnover intentions among university staff, largely through 
the mediating function of commitment, particularly when employees display high self-efficacy. The 
study uncovers the internal process linking organizational culture and turnover intentions and high-
lights the contextual influence of self-efficacy on this pathway using moderated mediation. We aimed 
to explain how organizational culture translates into reduced turnover risk by reinforcing commitment, 
and when this effect is more pronounced or lessened due to variations in self-efficacy levels in the 
higher education sector. Organizations that invest in building a cohesive and inclusive culture while 
also developing employees’ confidence are more likely to experience improved retention outcomes. 
Such an approach fosters resilience, loyalty, and long-term engagement. These findings provide a foun-
dation for crafting evidence-based HR strategies that promote a stable and motivated academic 
workforce.
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