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Abstract

Purpose – This study aims at establishing the moderating role of self-efficacy in the relationship between
organisational culture (OC) and organisational commitment in the perspective of institutions of higher learning
in a developing country.
Design/methodology/approach – A cross-sectional design was used to obtain quantitative data from 572
academic staff in eight universities. The sample was selected following a simple random technique. The study
data were analysed using SPSS version 23.
Findings –The study findings reveal that OC and self-efficacy influence organisational commitment. Further,
self-efficacy moderates the relationship between OC and organisational commitment.
Practical implications –Universities should foster a culture that emphasises collaboration, open communication,
inclusion, equity and staff development to increase organisational commitment. In order to build academic staff self-
efficacy, universities should provide opportunities for training and development, mentoring, coaching, continuous
performance evaluation, and regular feedback to stimulate academic staff’s desire to remain committed to the
institution. University administrators should look beyond traditional skills and competencies when recruiting future
academic staff as their personal beliefs are essential to accelerating organisational commitment.
Originality/value – This study extends the current literature in organisational behaviour and provides a
comprehensive understanding of the relationship between OC and organisational commitment using the
Competing Values Framework. This study was also conducted in a developing country context, which can
always lead to different results than studies conducted in developed countries.
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Introduction
The importance of organisational commitment in driving quality education in institutions of
higher learning has grown considerably in recent years (Shahriari et al., 2023). This has been
precipitated by the increasing knowledge-ability of the community and the globally
competitive industrial sector where the output/graduate of these institutions finally
converge, thus, achieving the national education goals is a paramount (Adel et al., 2022; Al
Fauzani and Mujanah, 2022). To survive in the ever-highly competitive environment, the
prime stakeholder to deliver this in universities is academic staff who provide a unique
competitive edge (Al-Sada et al., 2017). This intensifies the need to ensure that academic staff
are committed to the entire university’s values, processes, activities and goals (Adikoeswanto
et al., 2020). It is believed that a committed academic staff devotes effort and time aimed at
contributing towards achieving institutional goals (Mousa and Othman, 2020; Mustafa et al.,
2020). Organisational commitment reflects the desire of staff to strive for and endure the
realisation of university goals and mandate (Cheng et al., 2022). They uphold university
norms and values and contribute greatly to a consistent and high level of performance,
thereby harnessing the institution’s visibility, productivity and attainment of a competitive
edge (Senjaya and Anindita, 2020). In fact, committed staff who are satisfied with their jobs,
manifest loyalty to the university and display pro-social behaviours lead to improved service
delivery (Batugal and Tindowen, 2019; Giao et al., 2020). Because of these manifestations, it’s
imperative for universities to implement antecedents that boost commitment.

Existing literature indicates that organisational commitment is influenced by several
factors such organisational culture (OC) (Aji et al., 2017; Hamidi et al., 2017) and self-efficacy
(Demir, 2020; Yoon et al., 2018). In pursuit of quality education, the culture embedded in the
university plays a crucial role particularly in bridging the internal and external environment
(Senjaya and Anindita, 2020). In this case, culture provides the internal code of values,
behaviour and practice adhered to by all employees in the course of service performance
(interacting with the customers). Overall, culture shapes the organisation’s identity, values
and relationships with stakeholders resulting into positive institutional image, accomplished
service level agreements and adapt to changes for long-term success (Yin and Mahrous,
2022). In essence, for universities to position themselves in the competitive environment, OC
should be embraced because it fosters environmental inclusiveness, collaboration, fairness,
flexibility and recognition for the purpose of having committed staff for improved quality
education (Andleeb et al., 2019). This implores universities to build organisational
commitment around the university culture that aligns with the values of employees
(Mujanah et al., 2019). Although the literature provides abundant evidence of how culture
Competing Values Framework (CVF) affect commitment, some of those studies used
secondary data analysis to validate the role of CVF in building institutional commitment that
undermines results generalisation (Krajcs�ak, 2018). In addition, CVF hasmajorly been used in
banks and hospitals to predict performance (Cobbinah et al., 2020), thus providing an averse
to advance CVF in universities.

Self-efficacy has been recommended as a key ingredient that stirs greater organisational
commitment. In order for academic staff to deliver on their academic roles of teaching, research
and community engagement, their perception of the levels of ability is paramount. Drawing for
the social cognitive theory, self-efficacy enables individuals to persevere and expend efforts
towards an end goal amid adversities (Rodr�ıguez-Cifuentes et al., 2018). Specifically,
individuals with high self-efficacy exhibit sense of competence, intrinsically motivated and
actively engaged in their work, resilient and persistent in the face of challenges and setbacks
that increases on their positive outlook (commitment) towards the employing institution
(Demir, 2020; Hameli and Ordun, 2022). Whereas self-efficacy positively impacts on several
attitudes like commitment, empirical researchers have devoted less attention to analysing the
predictive role of self-efficacy in organisational commitment studies (Ashfaq et al., 2021).
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Despite the importance of OC and its effect on organisational commitment (Azizollah et al.,
2016), the findings remain mixed and inconsistent (Al-Shurafat and Halim, 2018). One stream
of studies reports a positive and significant relationship between OC and organisational
commitment (Hamidi et al., 2017; Kerdpitak and Jermsittiparsert, 2020; Muliana et al., 2022).
This group of scholars argues that organisational commitment can be enhanced through
improvements in OC. The favourable OC supports employees to think and act in ways that
sustain human relations between the organisational members (Andleeb et al., 2019). Similarly,
other studies have quantified the inverse relationship between culture and commitment
(Lahiry, 1994; Carlos Pinho et al., 2014; Mustafa et al., 2016), whereas Horwitz and Horwitz
(2017) found no significant link between OC and organisational commitment. Further still, a
number of existing empirical studies assume a direct link between OC and organisational
commitment without paying attention to other internal contextual factors that could affect
this relationship (Batugal and Tindowen, 2019; Hayes, 2018). For example, self-efficacy has
been shown to influence some individual and organisational outcomes (Busch et al., 1998;
Yoon et al., 2018). However, the existing human resource management literature rarely
addresses the contextual role of self-efficacy between OC and organisational commitment.
Based on social cognitive theory, self-efficacy provides reasons to rationalise certain acts,
thoughts and behaviours (Demir, 2020, 2021). As such, it plays a crucial role in explaining
why and how individuals engage in certain acts or behaviours, expend effort and persevere to
reach an ultimate goal (Rodr�ıguez-Cifuentes et al., 2018). Given that OC and organisational
commitment depend on individual perceptions and expectations, enhancing high levels of
self-efficacy can reduce low levels of culture and commitment (Soomro et al., 2023). In
addition, empirical studies on the organisational commitment domain have been conducted in
different sectors, ignoring educational institutions, especially universities with low-
committed staff (Kayiira et al., 2016; Mugizi et al., 2015). Besides, the majority of the
studies focused on primary and secondary school teachers (Anari, 2012; Batugal and
Tindowen, 2019; Hulpia et al., 2009). Further, studies conducted on higher education
institutions focused mainly on public institutions, ignoring private entities that are also
challenged in terms of maintaining high organisational commitment as they aspire to
contribute to the national educational goal (Azizollah et al., 2016; Batugal and
Tindowen, 2019).

To enrich research on commitment, this study is not a duplication of the earlier studies but
rather aims at establishing themoderating role of self-efficacy in the relationship between OC
and organisational commitment using survey data from academic staff. Using the CVF
framework, this study finds that OC and self-efficacy have a direct effect on organisational
commitment, as well as whether self-efficacy moderates the relationship between OC and
organisational commitment. The research findings are anticipated to inform scholars,
policymakers and practitioners to have a robust understanding of themoderating role of self-
efficacy in the perspective of higher education institutions in the developing world. This will
provide real-time information for policymakers to develop approaches to inculcating the CVF
model from higher institutions with the aim of enhancing organisational commitment meant
to increase staff involvement and attachment in boosting quality education. The subsequent
sections of the paper cover the literature review,methodology, results, discussion, conclusion,
implications and limitations of the study.

Theoretical underpinning and literature review
Theoretical foundation
The study utilises the multi-factor social cognitive theory (SCT) to explain the relationship
between OC, self-efficacy and organisational commitment (Cayupe et al., 2023). SCT has its
origins in psychology and has long been used to predict organisational behaviour (Lin, 2020).
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SCT provide a framework for understanding how individuals learn, develop and engage in
various behaviours within the context of their social and cognitive environment. This theory
assumes that cognitive processes influence behaviour and learning, people and their
environment mutually influence each other, and individuals possess self-beliefs that enable
them to make effort to control their thoughts, feelings and actions. SCT postulates that
individual behaviours, beliefs and attitudes are shaped by a dynamic interaction between
personal, environmental and behavioural factors (Liu and Huang, 2019). In this context, OC
represents the environmental factor, self-efficacy represents the personal factor, and
organisational commitment represents the behavioural outcome (Cayupe et al., 2023).
Integrating culture and self-efficacy into the SCT model helps explain how organisational
commitment can be improved. Here, self-efficacy influences how individuals perceive and
interpret the OC. Specifically, when individuals have high self-efficacy, theymay perceive the
OC as supportive and conducive to their personal and professional growth (Liu and Huang,
2019). This positive perception enhances a higher level of commitment to the organisation. On
the other hand, individuals with low self-efficacy may interpret the OC as challenging or
unsupportive, which can negatively affect their commitment. In such cases, the OCmay have
a weaker influence on their commitment as their self-efficacy beliefs act as a buffer or
constraint (Ahmed, 2019; Choi et al., 2021). This makes SCT applicable in fostering self-
efficacy beliefs among academic staff and optimising the positive effects of OC on
commitment.

Hypotheses development
Organisational culture and organisational commitment
OC has emerged as a key factor that influences organisational commitment in contemporary
work environments (Tyagi et al., 2020; Yusuf, 2020). It encompasses its shared values, beliefs,
norms and practices in an organisation that shapes the behaviour and attitudes of its
members (Gavino and Mariani, 2022). A strong and positive OC fosters a sense of belonging,
engagement and commitment among employees. When an organisation fosters a culture that
values teamwork, open communication and employee well-being, it creates an environment
where employees feel motivated, engaged and connected to the organisation’s goals and
values (Carvalho et al., 2018) that promote a sense of purpose leading to higher levels of
commitment, ultimately contributing to the organisation’s performance and success. Recent
research suggests that OC plays a vital role in shaping employees’ attitudes, behaviours and
overall commitment to the organisation (Krajcs�ak, 2018; Mujanah et al., 2019; Senjaya and
Anindita, 2020). A positive culture promotes a sense of belonging, trust and shared values,
which in turn enhance employee satisfaction and commitment. When employees feel
supported, valued and aligned with the organisation’s mission and values, they are more
likely to demonstrate higher levels of commitment and dedication to their work (Arifin et al.,
2019). To this end, finding a universal OC typology that predicts organisational commitment
in all contexts remains disputed.

A critical review of extant literature linking OC and organisational commitment shows
that OC as a predictor variable has been predominantly operationalised using varied
frameworks (Fischer and Mansell, 2009; Lin et al., 2018; Meyer et al., 2012), ignoring the CVF
(Krajcs�ak, 2018), pausing an elusive link. The strength of CVF lies in integrating different
values to create four culture typologies that simultaneously exist in one specific
organisation and has been validated in various contexts (Belias et al., 2015). According to
Hartnell et al. (2011), these cultural types are applied to suit a specific need. This study uses
the CVF framework to assess the culture–commitment link as it focuses on the
characteristics of individual employees and supports the interpretation of commitment
patterns assigned to OC dimensions (Krajcs�ak, 2018). The CVF, according to Quinn and
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Rohrbaugh (1981), is composed of clan culture that is framed around the human relations
approach to management. In this approach, family like values of teamwork, collaboration
and mentoring are fronted in promoting employee commitment. Second, adhocracy culture
encourages innovation, risk-taking, an entrepreneurial mindset and the dynamic and
proactive influence of work-related events. Market culture emphasises competitiveness
and performance orientated outlook. Finally, hierarchy culture hinges on predictability and
stability, where expectations and ways to fulfil them are clearly defined and regulated
through policies and rules. However, Meyer et al. (2010) established non-significant
relationship between OC and commitment in the lower quarters of CVF (hierarchy and
market). In disagreement with this finding, Chatman and O’Reilly (2016) note that
researchers should endeavour replicate models in different contexts in order to validate their
weaknesses. Thus, it remains to be seen whether all the CVF dimensions will be validated in
this study.

In accordance with SCT, the observed and learnt elements of OC significantly influence
employees’ organisational commitment. As such, organisations endeavour to tailor their
corporate culture to reflect the values, beliefs and lifestyle of organisational members, which
constitute the way work processes are to be carried out within the organisation, thereby
impacting their commitment (Tyagi et al., 2020). Therefore, employees who are satisfied with
the OC characterised by inclusiveness, fairness, flexibility and recognition demonstrate
affective, normative and continuous commitment. From the preceding theoretical and
empirical evidence, how OC framed around CVF predicts organisational commitment can be
hypothesised as follows:

H1. OC is associated with organisational commitment.

Self-efficacy and organisational commitment
Drawing on SCT (Bandura, 1986), self-efficacy influences personal achievement as well as
commitment (Ashfaq et al., 2021). Based on beliefs, SCT determines the length of time, amount
of energy and effort that individuals invest in getting a task accomplished (Bandura, 1977).
Thus, integrating past successes, modelling on others, gaining verbal approval from
influential persons and attaining arousal and emotion antecedents boosts one’s confidence
(Agarwal and Mishra, 2016). In this regard, self-efficacy has the potential to foster individual
behaviour in erratic circumstances by altering their expectations (Ashfaq et al., 2021).
However, empirical researchers have devoted less attention to analysing the predictive role of
self-efficacy in organisational commitment studies (Ashfaq et al., 2021). This calls for
simultaneous examination of the various self-efficacy antecedents (enactive mastery,
vicarious experience, verbal feedback and physiological arousal) in order to identify the
relative strengths of each with commitment. Enactive mastery refers to past experiences or
performances that a person uses to project and validate future occurrences. Vicarious
experience refers to the confidence gained by having and observing role models perform
tasks. Verbal persuasion is derived from the feedback we get from our significant others, like
family, supervisors, teachers, colleagues and mentors. Physiological arousal refers to the
negative and positive reactions or states we exhibit when faced with challenges. For one to
exhibit high self-efficacy, he or she ought to use one or more dimensions of self-efficacy. In
situations of uncertainty, self-efficacy ensures employees remain resilient, motivated and
confident when facedwith challenges and ultimately becomemore committed and engaged in
their work (Choi et al., 2021). Similarly, numerousmeta-analyses corroborate that self-efficacy
is strongly linked to commitment (Hameli and Ordun, 2022; Syabarrudin et al., 2020). Hence,
when employees are confident in performing a particular task that leads to meaningful
contributions, they are motivated to invest their time and effort into their work and
organisation.
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Based on the preceding empirical arguments, SCT posits that self-efficacy significantly
influences the organisational commitment of academic staff. In light of SCT, individuals with
higher self-efficacy are more likely to be committed to their organisation because they
possess the confidence and motivation to engage proactively and persistently in their work
and organisation. SCT, therefore, provides a robust theoretical foundation for exploring the
relationship between self-efficacy and organisational commitment; hence, we hypothesise as
follows:

H2. Self-efficacy is associated with organisational commitment.

The moderating role of self-efficacy
Previous studies (Nawaz et al., 2018; Yousef, 2017) have shown that OC is significantly
related to organisational commitment. This suggests that organisations need to focus on
their culture and strive to create a positive and supportive work environment that fosters
commitment among employees (Andleeb et al., 2019). By fostering a culture that values
employees, encourages open communication, provides opportunities for growth and
development, and recognises and rewards performance, organisations can enhance
employees’ organisational commitment, and thus contribute to their long-term success
and competitiveness. Similarly, self-efficacy has been reported to significantly affect
organisational commitment (Caleb et al., 2020; Orgamb�ıdez et al., 2019). Because academic
staff with high self-efficacy are driven to meet appealing future outcomes, tend to adjust
their expectations, develop strategies and make decisions in response to setbacks that shape
their motivation and commitment to the organisation (Srivastava and Dhar, 2016),
the significant influence of self-efficacy on organisational commitment means that
organisations can enhance employees’ commitment by fostering an environment that
promotes and supports self-efficacy beliefs. By strengthening employees’ self-efficacy,
organisations can cultivate amore committed andmotivatedworkforce, leading to improved
performance and organisational success. Thus, one can conclusively state that OC and self-
efficacy are perquisites for organisational commitment, but this remains to be seen in
this study.

From the available literature, both self-efficacy and OC have been found to be important
predictors of organisational commitment when examined independently (Mahesar et al.,
2020). Yet, little is known regarding the moderating role of self-efficacy in the relationship
betweenOC and organisational commitment. Specifically, beyond its direct impact on various
organisational outcomes, scanty research is available on the role of academic staff self-
efficacy in moderating work-related behaviour. Yet studies conducted by Çelik et al. (2016),
Khalid et al. (2021), Munir et al. (2016) and Khattak et al. (2017) suggest that self-efficacy plays
a contingent role in influencing organisational processes and outcomes. Such literature
provides evidence for the importance of self-efficacy in explaining certain behaviours and
coping outcomes in unpredictable situations (Choi et al., 2021).

Based on the foregoing discussion and the principles of SCT, this study suggests that self-
efficacy moderating the relationship between OC and organisational commitment. In
particular, academic staffs with high self-efficacy are confident in their ability to perform
tasks and respond to challenges from the OC. In this case, a positive and supportive OC is
more likely to increase their commitment. On the other hand, academic staff with low self-
efficacy may find it hard to cope with the organisational cultural demands and expectations.
They may doubt their own abilities and feel less capable of adapting to or thrive within a
particular OC, resulting in reduced organisational commitment (Busch et al., 1998; Nawaz
et al., 2018). This understanding provides insight into the mechanisms by which OC
influences commitment and highlights the importance of self-efficacy development in
creating a positive and supportive work environment that fosters higher levels of
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organisational commitment. Based on the missing links of self-efficacy in the relationship
between OC and organisational commitment, we hypothesise as follows:

H3. Self-efficacy moderates the relationship between OC and organisational
commitment.

Methodology
This study followed a cross-sectional design that involved explanatory research strategy.
The rationale of this design is to obtain a wider understanding of organisational commitment
across different academic staff in different universities at snapshot (Kuye and Akinwale,
2021). The study was conducted in eight selected universities in Uganda with a total
population of 4,192 academic staff ranging from a professor to a Teaching Assistant
(Alkadash, 2020). Based on Yamane (1967), a sample of 572 was drawn using simple random
sampling technique, which enabled each academic staff to have an equal chance to be
considered as a study participant (Sharma, 2017). The calculated sample size of 572
respondentswas considered large enough to support testing conditional indirect effects using
process macro software (Hayes, 2018; Maravelakis, 2019). Further, since the study variables
were measurable, quantitative data collected by a questionnaire were used (Alias et al., 2018).
Also, quantitative data enable the researcher to experience the phenomenon first hand
without any manipulation or distortion that occurs as information passes from one person to
the other (Kusemererwa et al., 2020). The quantitative data were analysed through SPSS 23
software. Here, the researcher performed both regression and moderation analyses. Before
running moderation, conditions set by Aiken et al. (1991) were followed. First, variables are
mean-centred to minimise multicollinearity (Iacobucci et al., 2017). Second, the moderator
should significantly correlatewith the dependent variable. Third, compute the products of the
moderator and independent variables to obtain the interaction term, which should be non-
zero. Fourth, running a moderated hierarchical regression model to establish the model’s
moderating effect. Finally, the moderated effect exists when the amount of variance (R2)
accounted for by themoderatedmodel is significant and higher than (R2) in themodel without
moderation (Preacher et al., 2006).

Measurement of variables
After adopting previous measures, they were validated and modified to suit the Ugandan
context. This was achieved by testing for validity and reliability using exploratory factor
analysis. All the questionnaire items were anchored on a 7-point Likert scale, ranging from
15 “strongly disagree” to 75 “strongly agree.” Organisational commitment was measured
on three dimensions suggested byMeyer andAllen (1997): on affective (7 items), normative (6
items) and continuance (6 items). This ensured that the measurement model used for
organisational commitment was reliable and valid. OC was operationalised using the OCAI
24 items (Cameron and Quinn, 2011), while self-efficacy was measured following suggested
items by Bandura (2001) and Haddad and Taleb (2016). Age, tenure, education and academic
rank were taken as control variables.

Sample characteristics
Age, educational level, tenure and type of institution were considered as sample
characteristics. Results in Table 1 indicate that in terms of age, the highest age group was
31–40 (45.3%), while the least was 60þ years at 1.2%. Regarding tenure, the majority of
respondents (32.7%) have been in the same institution for 6–10 years, while 2.8% have not
finished one year. From the perspective of educational level, 54.5% had master’s degrees,
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35.7% had PhDs and 9.8% had finished undergraduates. Based on academic rank, most were
lecturers, accounting for 42.8% of the sample; 2.4% were professors.

Diagnostic tests
This present data set conformed to preliminary assumptions of regression, enabling robust
analysis to be done. Specifically, the data were found to be normally distributed with the
Shapiro–Wilk test for normality applied since the sample was less than 2000 cases being non-
significant (p > 0.05). Again, the correlation results in Table 2 show that the variables are
linear and significantly related. In addition, multicollinearity was tested using the VIF value
of 1.325 < 0.5 and the tolerance value of 0.755 < 0.2, which are both within the threshold,
suggesting there is no multicollinearity problem (Hair et al., 2010).

Results
Correlations
The purpose of correlation analysis is to understand the nature and magnitude of the
relationship between research variables. The zero-order correlation coefficients in Table 2
show a positive and significant relationship between OC and organisational commitment
(r 5 0.496; ρ < 0.05). This implies that the more academic staff align with the university
culture, the more they exhibit high organisational commitment. The results reveal that self-
efficacy and organisational commitment are positively and statistically significant (r5 0.217;
ρ < 0.05). This means that a positive change in self-efficacy leads to a positive change in
organisational commitment.

Regression
Before testing the hypotheses (H1 and H2), multiple hierarchical regressions were performed in
order to establish the unique contribution of each predictor variable (see Table 3). Model 1
explained only 0.9% of the variance in organisational commitment. In Model 2, we entered OC,
and results show that OC has a positive and significant effect on organisational commitment
(β5 0.501, t5 13.693). Model 2 explained 24.7% of the variance in organisational commitment,

Age level Tenure Education background Current rank
Age % Tenure % Education % Rank %

<30 9.4 ≤1 year 2.8 Undergraduate degree 9.8 Teaching Assistant 12.8
31–40 45.3 1–5 19.9 Master’s degree 54.5 Assistant Lecturer 22.4
41–50 33.6 6–10 32.7 PhD 35.7 Lecturer 42.8
51–60 10.5 10–15 29.0 Senior Lecturer 13.6
60þ 1.2 16–20 12.4 Associate Prof 5.9

20þ 3.1 Prof 2.4

Source(s): Primary data

Transformed variables Mean Std. Deviation 1 2 3

Organisational commitment (1) 5.078 0.403 1
Organisational culture (2) 4.884 0.605 0.496** 1
Self-efficacy (3) 5.207 0.629 0.217** 0.118** 1

Source(s): Primary data

Table 1.
Sample characteristics

Table 2.
Zero-order correlation
statistics for the study

variables
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thus supporting H1. In Model 3, self-efficacy has a positive and significant effect on
organisational commitment (β 5 0.159, t 5 4.387). Model 3 explained 2.5% of the variance in
organisational commitment; hence, H2 was supported. Overall, the hypothesised regression
model explained up to 28% of the variance in organisational commitment.

The main objective of this study is to test the moderating effect of self-efficacy on the
relationship between OC and organisational commitment. Hayes Process Macro v4.2 was
used to test for moderation effects due to its ability to produce robust results (Hayes, 2018).
The moderation results presented in Table 4 were derived based on the moderation
conditions set by Aiken et al. (1991). The model results indicate that self-efficacy has a
positive and significant moderating effect on the link between OC and organisational
commitment [Coeff.5�0.121, t5�3.571, CI5�0.187,�0.054], thus providing support for
H3. This model accounts for 29.6% of the variance in organisational commitment.

Further, slope analysis was used to better understand the nature of moderation effect
(Figure 1). As presented in Figure 1, the lines running from the left to right are not parallel to
each other confirming the existence of an enhancing moderation effect of self-efficacy on the
relationship between OC and organisational commitment (Jose, 2013; Karama, 2022). In
addition, the lines are much steeper at the low OC. Thus, commitment is strong with higher
SE at low OC.

Dependent variable: Organisational commitment
Model 1 Model 2 Model 3

β t β t β t

Gender 0.099 1.505 0.121 2.105 0.127 2.247
Age �0.026 �0.525 0.037 0.858 0.017 0.407
Education 0.070 0.748 �0.028 �0.339 �0.021 �0.267
Rank �0.012 �0.201 �0.035 �0.675 �0.031 �0.607
Organisational culture 0.501 13.693 0.481 13.234
Self-efficacy 0.159 4.387
R2 0.009 0.255 0.280
R2 Change 0.009 0.247 0.025
F 1.255 38.832 36.611
Sig. 0.287 0.000 0.000
Durbin Watson 1.720

Note(s): *** Significant at 0.001, dependent variable: organisational commitment
Source(s): Primary data

Variable Coeff Se t LLCI ULCI

Age 0.120 0.056 2.150 0.010 0.230
Tenure 0.016 0.043 0.370 �0.068 0.099
Education �0.032 0.079 �0.400 �0.187 0.124
Rank �0.023 0.050 �0.488 �0.121 0.076
OC 0.470 0.036 13.009 0.399 0.541
SE 0.166 0.036 4.636 0.096 0.237
Int_1(OC*SE) �0.121 0.034 �3.571 �0.187 �0.054
R2 0.296
F 33.854***

Note(s): ***p < 0.001, OC 5 organisational culture, SE 5 self-efficacy, Se 5 standard error of the estimate,
LLCI 5 lower limit confidence intervals and ULCI 5 upper limit confidence intervals
Source(s): Primary data

Table 3.
Hierarchical multiple
regression analysis

Table 4.
Moderation effect
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Discussion
This study set out to establish the moderating effect of s antecedents of organisational
commitment. The findings from this study reveal that OC is positively and significantly
associated with organisational commitment. This suggests that universities that embrace an
inclusive, fair, collaborative, reward-based and flexible work culture have an impact on
behaviour and attitudes related to organisational commitment. By implementing an
acceptable culture, academic staff have common goals, values and beliefs that eventually
boost their emotional attachment to the university and help them remain committed and loyal
to it. The finding coincides with Aji et al. (2017), Hamidi et al. (2017) and Pratama et al. (2020),
who link organisational commitment levels to espoused OC. Thus, universities operating in
today’s highly dynamic environment can guarantee their long-term prosperity by embracing
cultures that promote positive interactions, the free flow of information, equity and fairness,
flexibility and establishing rewards to boost academic staff’s spirit and emotions and help
them understand that they are important to their institutions. Consequently, this creates an
inclusive and favourable work environment that enhances a sense of identity and
organisational commitment at the selected universities.

In addition, self-efficacy is positively and significantly related to organisational
commitment. In the context of this study, the results show that universities whose
academic staff display high self-efficacy and confidence exhibit reciprocate with higher levels
of commitment. Such academic staff invest their energies, efforts, dedication and
commitment that extend beyond mere contractual obligations towards the university’s
goals and mission. The findings of the current study align with those of Ahmed (2019),
Mahesar et al. (2020), Malik and Malik (2016) and Syabarrudin et al. (2020), who confirm that
self-efficacy has a significant influence on employees’ organisational commitment. When
academic staff have a high level of self-efficacy, they approach challenges with a positive
mindset, put in effort to achieve their goals and persevere in the face of obstacles. Thus,
universities can support the development of self-efficacy by providing training, feedback,
mentoring, support, recognition, performance evaluation and opportunities for employees to
build and demonstrate their skills and competence, resulting in increased commitment.

Finally, self-efficacy has a positive and significant moderating effect on the relationship
between OC and organisational commitment. This finding suggests that academic staff with
high self-efficacy outlook increase OC’s contribution to organisational commitment. As a result,
universities in Uganda that embrace an inclusive, collaborative, fair, flexible and rewarding
culture and whose academic staff exhibit a high level of self-efficacy are more likely to
experience high organisational commitment. In a related study, Nawaz et al. (2018) found that
self-efficacy significantly moderated the relationship between OC and organisational

Figure 1.
The moderating effect

of self-efficacy on
organisational culture

and commitment
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commitment. In the same study, self-efficacy moderated the effect of social interaction on
organisational commitment. In addition, Simosi (2012) highlighted that self-efficacy increases
the transfer of knowledge and skills in supportive a culture. These findings support the indirect
role of self-efficacy in strengthening the link between culture and commitment outcomes. In the
current study, it is deduced that neither OC nor self-efficacy alone was sufficient to produce
greater positive changes in academic staff’s organisational commitment. Instead, these two
variables reinforce each other, leading to greater variations in organisational commitment. In
essence, OC has a stronger effect on organisational commitment and is dependent on the self-
efficacy of the academic staff. In this study, the level of self-efficacy of academic staff in
Ugandan universities significantly modified the influence of OC on commitment.

Conclusion
The ability of universities to retain committed staff is highly influenced byOC and self-efficacy.
This study set out to fill the observed gap in existingOC-commitment literature by adopting the
CVF, which links employee characteristics to the specific domains of organisational
commitment. To fill these gaps, a conceptual model was developed for universities in
Uganda. From the hierarchical regression perspective, the results confirm that OC and self-
efficacy are important predictors of organisational commitment. Similarly, the moderation
analysis indicated that self-efficacy strengthened the contribution of OC to organisational
commitment. As such, universities can enjoy high levels of organisational commitment when a
strong and positive culture is instituted and academic staff demonstrate high levels of self-
efficacy. Thus, a high level of commitment is dependent on the level of self-efficacy among
academic staff. These findings enrich the OC in the CVF framework and commitment literature
and provide a nuanced understanding for researchers and practitioners of the development of
commitment under the CVF model in the Ugandan context.

Implications
In light of the study’s findings, theoretical and practical implications are drawn. Theoretically,
this paper contributes to our understanding of organisational commitment in a university
context in a developing nation. The SCT aids our understanding of organisational commitment
when OC and self-efficacy are interacted. The study results support the SCT in explaining the
influence of self-efficacy on OC and organisational commitment. Specifically, the findings
showed that academic staff’s beliefs (self-efficacy) impact how they interpret and respond to the
OC they are exposed to within the university. For this reason, the level of self-efficacy
strengthens the effect of OC on organisational commitment. As a result of understanding the
interplay between self-efficacy, OC and commitment, universities can design interventions and
strategies to enhance self-efficacy and create a positive and supportive culture that fosters
higher levels of commitment among academic staff. Overall, this study contributes to the body
of literature that emphasises themoderating role of self-efficacy in the relationship betweenOC
and organisational commitment in universities.

Practically, findings suggest that OC is a significant predictor of organisational
commitment. It is crucial for university administrators to cultivate a positive and robust
OC within universities. By advocating for a culture that prioritises inclusiveness and
diversity, fairness, collaboration, open communication and staff development, universities
can bolster the level of organisational commitment among academic staff. Importantly,
committed staff contribute to improved productivity (teaching, research output and
community engagement), staff retention and a strong institutional brand, especially as
Uganda envisages a knowledge-based economy by Vision 2040.

Second, self-efficacy is an essential element in improving academic staff’s organisational
commitment in universities. Therefore, universities should focus on strategies to develop and
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strengthen the self-confidence of academic staff. This can be achieved by offering training
and professional development opportunities, mentoring or coaching programs and
recognising and rewarding individual achievements. By sustaining and maintaining high
self-efficacy, universities can benefit from academic staff’s high resilience, proactive
behaviour, adaptability and resourcefulness, which will be more allocated to teaching,
research and public engagement, contributing to quality university education and
international rankings.

Finally, the study shows that self-efficacy moderates the relationship between OC and
organisational commitment. This means that differences in self-efficacy strengthen the
influence of culture on academic staff’s commitment to the university. This calls for
universities to consider more than just knowledge and skills when hiring. University
managers should prioritise candidates’ level of self-confidence and self-belief during
interviews by asking questions that encourage them to reflect on their accomplishments,
challenges they have overcome and how they handled difficult situations. By finding
indicators of self-assurance, resilience, persistence and growth mindsets, universities will
achieve the desired staff self-efficacy needed to succeed in the turbulent business
environment.

Limitations
First, the study used a cross-sectional design that precludes causal interpretations. Hence,
longitudinal studies might provide a better understanding of the causal links between
commitment and culture since it is believed that culture, norms, and values are inculcated in an
individual over time. Second, although the study focused on themoderating effect of self-efficacy,
other variables, such as leadership style, may moderate the relationship between OC and
organisational commitment. The style of leadership displayed within an institution significantly
shapes perceptions of OC and subsequently influences academic staff’s organisational
commitment. Future researchers should explore leadership as a possible moderator in this
intricate relationship. Third, the data were collected from a single source, which may have
resulted in common source bias. Future studies should use multiple sources of data.
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