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Abstract
Purpose: The study aims to understand organizational culture types and assess their 
influence on employee’s commitment and turnover intention in transnational academic 
institutions (TAIs) in Nepal.

Design/methodology/approach: This study used a cross-sectional design with 
quantitative methods to examine the cultural influence on employee commitment, and 
turnover intention. Data were collected using psychometric tools from 397 respondents 
through convenience sampling. Further, SPSS was used for correlation and regression 
analysis ensuring validity and reliability. 

Findings: The study found that TAIs predominantly exhibit a clan culture, which fosters 
a collaborative work environment. Notably, this research explores how distinct aspects 
of organizational culture influence employee commitment and turnover intention, 
focusing on the unique effects of these cultural component. It reveals how specific 
cultural aspects can have varying impacts, with positive effects on employee commitment 
and negative effects on turnover intention. In addition, it also shows the importance 
of cultivating a supportive organizational culture for effective staff commitment. By 
shedding light on the role of specific cultural types, the study fills a gap in the literature, 
offering actionable insights for HR managers and policymakers in shaping effective 
organizational environments within TAIs in Nepal.

Conclusion: This study examined organizational culture’s impact on employee 
commitment and turnover intentions in TAIs. The research highlighted that, under the 
organizational culture framework in TAIs, clan culture is strongly desired and relatively 
impactful on both employee commitment and turnover intentions. In addition, the 
employee’s commitment also partially intervenes the effect of organizational culture on 
turnover intentions.

Implications: The study highlights the need for HR and managers in TAIs to foster 
a clan culture that enhances employee commitment and reduces turnover. Tailoring 
strategies to different cultural types, such as adhocracy and market cultures, is crucial 
for improving commitment. Additionally, policymakers should focus on creating 
supportive environments that align with employee values, which can improve institutional 
performance and employee loyalty.
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Introduction
Employee turnover is a major challenge in the organizations because it deteriorates the 
regular flow of organizational activities (Allen & Griffeth, 1999; Meredith, 2022; Putra et al., 
2021). In addition, higher turnover rate of valuable and committed employees is also prone to 
wane the level of confidence among the existing employees (Mengstie, 2000) and ultimately 
declining the overall organizational productivity (See & Arta, 2023; Nzuva & Kimanzi, 2022; 
Stackhouse et al., 2022). 
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In the academic institutions as well, turnover issue is a serious concern 
(Albaqami, 2016). For instance, about 36% of academicians quit 
every year (Moira & Jeffrey, 2022) in developed countries like the 
United States, Scotland and England. In the similar vein, the rate 
of turnover is 21% in higher education institutions in developing 
countries (Rahman & Ali, 2022). Such turnover rate impacts the 
education quality, student’s learning and finally the institutional 
academic performance (Hoang, 2023). Therefore, it is always an 
utterly concern for all the types of organizations to comprehend the 
core cause of such a phenomenon and mitigate its effect.

In this regards, plethora of research studies pointed toward different 
affecting factors like job satisfaction (Akosile & Ekemen, 2022), work 
engagement (Russell et al., 2020), organizational culture (Mashile 
et al., 2021), organizational commitment (Zhou et al., 2020), 
work load (Anees et al., 2021), job dissatisfaction (McNaughtan et 
al., 2023), job stress (Mawardi, 2022), Job insecurity (Arijanto & 
Perkasa, 2020). Although most of the influencing factors of turnover 
were determined by the researchers, the majority of these factors fall 
under the perception of working practices in organizations, which is 
holistically be incorporated in organizational culture. Besides, most of 
the researchers highlighted the cultural issues and setbacks such as, 
lack of collaboration, innovativeness, inadequate focus on employee, 
scant growth opportunities, autonomy etc. as the detrimental to 
employee’s commitment and retention (Ch et al., 2013; Alzubi, 
2018; Ndife, 2020; Girma, 2019). Therefore, it should be the 
priority of the organization to maintain an impeccable culture that 
suits the organizational needs that improve and reduce the turnover 
rate and ultimately retain the finest and committed employees.

Organizational culture is the accepted norms of thinking and doing 
that guides overall activities of an organization (Jaques, 1951). It 
showcases the uniqueness of an organization through their shared 
beliefs and values that shape employee’s perceptions and behavior 
(Deshpande & Webster, 1989). In addition, it influences organizational 
policies along with employees’ dedication and willingness to act 
effectively as and when required (Habib et al., 2014). Besides, Boyce 
et al. (2015) claimed that, organization having a sound mission 
with high rate of institutional involvement, flexibility and consistency 
is the reflection of strong organizational culture. Thus, it is always 
vital to understand and maintain an effective organizational culture 
in shaping groups and individuals that underlie better work behavior 
regarding commitment and turnover.

Organizations with unmatched working culture can seriously dampen 
the overall organizational performance (Zheng et al., 2011). For 
example, it reduces productivity, increases turnover, deteriorates 
customer satisfaction and ultimately waning profitability (Putra et al., 
2021). In this regard, higher education institutions, where it helps 
to impart and improve the responsive learning attitude of diverse 
students should have a rigorous and robust working environment for 
their staffs. This not only helps in fostering the student’s intellect but 
also subtly facilitates overall nation development.

In Nepal there are 11 national universities, six provincial universities 
and four autonomous education institution with more than 1400 
affiliated colleges that are currently in operation (Edusanjal, 2024; 
University Grant Commission, 2023). In addition, there are 56 
colleges, affiliated to more than 31 foreign universities are also 
operating parallelly (Ministry of Education, Science and Technology; 
2023; University Grant Commission, 2023). Among these institutions, 
foreign university affiliated colleges i.e. TAIs are growing drastically 
in the last five years due to the high attraction among prospective 
students in Nepal (Edusanjal, 2024). However, the adoption of 
foreign courses and their teaching learning andragogy not only 
challenges the teachers but also to the managerial and operational 

level working personnel. For instance, the differences, such as 
assessment flexibility, higher degree of student’s independent learning 
curriculum, in-demand teaching, semester dedicated hours etc. are 
totally vary compared to the regular practices in local universities in 
Nepal, which further demands different working practices. Besides, 
the studies related to such TAIs and their cultural types along with 
their effectiveness in adoption and implementation among teaching 
and non-teaching staff are scant, specifically when it comes to the 
commitment and turnover. In addition, the majority of studies explored 
the banking context with regards to job satisfaction, commitment, 
turnover intention etc. (Chalise, 2019; Parajuli & Shrestha, 2021; 
Yukongdi and Shrestha, 2020) which are likely to have different work 
process settings than educational institutions. Such, vivid contextual 
gap in this fraternity shows significance to its exploration. Therefore, 
this study aims to investigate the existing organizational culture types 
that have likely influence on employee’s commitment and turnovers in 
TAIs. In this regards, the study first determined to identify the existing 
organizational culture types adopted by TAIs. Secondly, it was focused 
to analyze the influence of different cultural dimensions viz. clan, 
market, hierarchy, adhocracy culture on employee’s commitment and 
finally, the probable mediation by the commitment on the linkage 
between organizational culture and employee’s turnover intention 
was determined for analysis.

The research provides valuable insights for HR departments and 
educationist to develop strategies that better align with employee 
perspectives in TAIs. Additionally, it helps managers, directors, 
and policymakers under education clusters, to identify the likely 
organizational cultural alignment issues and implement corrective 
measures to foster a better suited organizational culture. Lastly, the 
research also adds value to existing literature by linking organizational 
culture with employee’s commitment and turnovers.

The research paper is structured by introducing the context of the 
issue, which is followed by empirical reviews and the framework. 
Next, the result and discussion are preceded by the methodological 
alignment and finally, concluding remarks with their likely implications 
are presented.  

Literature Review

Organizational culture has gained the attention of researchers from 
various fields, including anthropology, sociology, and the applied 
sciences of organizational behavior and management (Lone & 
Nazir 2020). The concept is defined as a collection of common 
fundamental values developed by groups to meet internal integration 
and external adjustment difficulties (Schein, 1985). Whereas, Itzen 
and Newman (1995), stated corporate culture with regard to gender 
roles and discussed about shared symbols, language, practices, 
and deeply held beliefs and values. Likewise, organizational culture 
expert (Hofstede, 1980) described it as the “collective programming 
of the mind which distinguishes members of one organization from 
the other”. Scholars’ explanations of organizational culture converge 
on common values and ideals, despite being approached from 
various perspectives. This principle also applies to the academic 
environment within universities, where they are expected to cultivate 
their distinct cultures to align with objectives (Bartell, 2003), they also 
share collective customs, values, behaviors, beliefs, and assumptions 
shaping interactions and behaviors among members of the university 
(Kuh & Whitt, 1998). 

Over the past two decades, universities globally have encountered 
escalating demands to adjust in rapidly shifting social, technological, 
economic, and political landscapes, whilst aiming to attract and 
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retain high-caliber employees (Bartell, 2003). However, employees 
lacking commitment and intending to leave can significantly impact 
the quality of education, the learning environment, and overall 
organizational performance (Naz et al., 2012). Therefore, fostering 
a positive organizational culture is imperative to enhance employee 
satisfaction, commitment and reduces turnover (Iqbal et al.,  2017) 
further enabling the institutions in identifying the areas that need 
improvement and create strategies to retain key employees while 
safeguarding institutional knowledge (Batugal & Tindowen, 2019).

Employee’s turnover intention plays a pivotal role in organizational 
dynamics and workforce management strategies (Hussein, 2015) 
where, Mobley (1977) identified three phase employee experiences 
prior to leaving the company; first, they think of quitting the company, 
then they intend to search for another employment, and finally they 
follow their decision to quit the job. Additionally, Robbins and Judge 
(2015) highlighted the significance of individual attitudes in analyzing 
turnover intention. In today’s globalized landscape, staff turnover is 
expected to hinder and weaken an organization’s competitiveness in 
terms of efficiency and profitability (Ekwosimba, 2022; Long et al., 
2012) and increase the risk of losing highly qualified employees. 
Consequently, organizations must focus on prioritizing cultural 
components in mitigating turnover issues (Hussein, 2015; Kuh & 
Whitt, 1988).

Cameron and Quinn (2006) stated that commitment is also intricately 
linked with organizational culture, as it plays a vital role in fostering 
commitment among employees. Similarly, Allen and Meyer (1990) 
defined organizational commitment as “a psychological condition that 
binds an employee to an organization in such a way that s/he is less 
likely to leave”. Further, Indridason and Wang (2008), claimed that 
involving employees in the decision-making process is associated with 
increased levels of commitment. However, organizations encounter 
challenges in bolstering employee commitment in aligning with the 
organizational cultural values and norms due to varying meaning 
across different organizational context (Ch et al., 2013). Therefore, 
understanding commitment with organizational culture might be 
enlightening in determining the needed strategies for organizational 
perpetuity and success (Meyer & Allen, 1991; Nikezić et al., 2016).

Numerous studies have undertaken theoretical models to measure 
organizational culture. (Post et al., 1997) suggested that evaluating 
organizational culture involves identifying specific cultural aspects 
that influence employee behavior. Accordingly, this study adopted the 
Competing Value Framework (CVF) model (Quinn & Cameron, 1983) 
to understand and examine organizational culture effectiveness. 
This model highlights four cultural quadrants of organizational 
practices: clan, hierarchy, market, and adhocracy. Clan culture 
emphasizes pleasant, close-knit relationships, fostering collaboration 
and engagement, whereas adhocracy culture exemplifies 
entrepreneurship and innovation. Hierarchy culture is characterized 
by well-established structural relations dedicated to smooth and 
productivity whereas, market culture represents competition to attain 
high productivity and market supremacy (Williams et al., 2020). 
Each quadrant showcases unique indicators, hierarchy (control) 
and adhocracy (create), clan (collaborate) and market (competition) 
(Quinn & Cameron, 1983). This model is widely used to investigate 
organizational culture in various organizations globally (Choi et al., 
2010; Williams et al., 2020) and is known as the most influential 
and extensively used models in organizational culture research (Idris 
et al., 2015). Furthermore, the CVF model is approached from a 
variety of disciplines and perspectives (Buhumaid, 2022), including 
leadership roles and effectiveness, organizational culture, change, 
and human resource development (Choi et al., 2010). 

Among the four cultural types, clan culture is the most preferred 
culture, surpassing hierarchy, market, and adhocracy cultures in 
private universities, due to its positive and employee-centric approach 
(Rumijati, 2019). In similar vein, Chennatuserry (2022) also found 
that, teachers prefer clan culture due to its emphasis on human 
capital development, elevating trust and transparency, and decision-
making processes. However, at Hawassa University, despite staffs and 
students’ preference for clan culture, hierarchy dominates (Demissie 
& Egziabher, 2022). Batugal and Tindowen (2019) also noted that 
clan culture positively impacts teachers’ organizational commitment. 
Similarly, concerning the association between commitment and 
turnover intention, Indra et al. (2023) and Sartori et al. (2023) 
demonstrated a significant negative influence between supervisor 
support and turnover intention, mediated by commitment, suggesting 
that higher supervisor facilitation leads to increased commitment and 
decreased turnover intention. Additionally, the inverse relationship 
was found between turnover intentions and clan culture suggesting 
that organizational environments resembling family bonds promote 
retention (Dadgar et al., 2013; Haggalla & Jayatilake, 2017; Lone 
& Nazir, 2020).

Arrawatia and Zahidi (2019) found that employee commitment is 
more influenced by clan and adhocracy cultures than by market and 
hierarchical cultures. But, Ozturk et al. (2014) found that market, 
adhocracy, and clan cultures significantly reduced turnover intentions, 
with no clear link between hierarchical culture and turnover. Lee and 
Park (2015) explored the moderating effect of organizational culture 
on teachers’ turnover intentions, finding that adhocracy and market 
cultures influenced this relationship. Studies in Saudi Arabia Ldhuwaihi 
and Shee (2015) and  Fakhi (2020) also found a negative correlation 
between adhocracy culture and turnover intentions, suggesting that 
environments valuing creativity and innovation reduce turnover. 
Mullins (2019) highlighted the importance of adhocracy culture in 
academia for fostering flexibility and creativity.

Hierarchy and market cultures are linked to poor staff engagement 
(Staniuliene & Gavenaite, 2021). In similar vein, Marzec and Wronka 
(2016) found that workers view least supportive to commitment 
compared to clan culture and adhocracy culture. Further, Haggalla 
and Jayatilake (2017) found a positive correlation between market 
and hierarchical cultures and turnover intention, while clan and 
adhocracy cultures had a negative effect. Furthermore, Dóra 
et al. (2019) investigated the relationship between perceived 
organizational culture and employee well-being, finding team culture 
to be significantly associated with lower turnover intention compared 
to hierarchy, with no substantial differences between market and 
adhocracy cultures.

Arrawatia and Zahidi (2019) claimed that, a pleased and devoted 
workforce may be found in firms that allow workers to engage 
in decision-making, provide suitable training and development 
opportunities, and reward innovation. Likewise, they found employee’s 
commitment to be more impacted by clan and adhocracy cultures 
than by market and hierarchical cultures. However, several empirical 
research have supported the conclusions that market culture positively 
affects the desire to leave a job across various sectors and job types. 
For example, San and Hyun (2009), Staniulienė and Gavėnaitė 
(2021) found that turnover intention was favorably correlated with 
hierarchical and market cultures, but negatively correlated with clan 
and adhocracy cultures.

In summary, clan and adhocracy cultural environment is mostly 
preferred compared to hierarchy and market culture by the working 
personnel, which could be manifested in the TAIs as well. Besides, 
the intervening effect of commitment among the employees 
cannot be ignored while exploring the effect of cultural aspects on 
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turnover intention. Therefore, the following conceptual model and 
hypotheses were developed to better understand the dynamics of 
cultural components along with employee’s commitment on turnover 
intentions in transnational institutions in Nepal.

From the reviews of numerous aspects of organizational culture 
and their connections with employee’s commitment and turnover 
intention the conceptual framework and hypotheses were drawn. 
This framework (Figure 1) shows the theoretical explanation of how 
turnover intentions get affected by the direct and indirect influence of 
organizational culture.

Figure 1: Direct and Indirect Linkage of the Predictors 
with Employee’s Turnover Intention

H1: Organizational culture types have the influence on employee 
commitment in TAIs. 

H2: Organizational culture types influence the turnover intentions in 
TAIs. 

H3: Employee’s commitment mediates the relationship between all 
four culture types and turnover intentions in TAIs.

Methods

This study primarily assumes the phenomena regarding cultural 
aspects along with commitment and turnover intention as the 
situational induced behavioral reactions which can be gauged by 
using psychometric scale. Therefore, hypothetico-deductive approach 
under cross sectional research design with quantitative methods 
were applied to examine the likely direct and indirect predictability 
of different organizational cultural types on employee’s turnover 
intention.

The study was carried in 17 out of 56 transnational colleges 
(University Grant Commission, 2023) that were affiliated to different 
foreign universities and were in operation during study. However, due 
to unwillingness of college management to disclose the number of 
staffs and their positions and unavailability of authentic secondary 
sources we relied on hypothetical student-teacher ratio along with 
verbal query to the respondents both teaching and non-teaching 
to ensure the tentative population of working personnel. Besides, 
we only focused on permanent staffs with relatively minimum of six 
months of experience in their institutions.

There were approximately 25000 students (University Grant 
Commission, 2023) studying in transnational colleges all over 
Nepal. So, as considering average of 20:1 student-teacher ratio, 
nearly 1300 teaching staff should be working in such institutions. In 
addition, for non-teaching staffs we calculated the number on the 
basis of pro-rata basis as per the size of students in that institution 
along with verbal queries. Further, we only took those non-teaching 
staffs who were involved in administration and marketing assuming 

that they were fully aware of their organizational policies and culture. 
There were approximately 600 non-teaching staffs working during 
the study period in the transnational colleges.

From the assumed study population of teaching and non-teaching 
staffs, the data were collected from the total of 397 with the response 
rate of 88.22% from the 450 questionnaire distributed, using 
convenience sampling. However, only 384 samples were remained 
after data refinement maintaining sample adequacy (Cochran, 
1977; Roscoe, 1975) where, most of them have the tenure of 
1 to 5 years. In addition, the ratio of teaching and non-teaching 
staffs was 2.37:1 (see Table 1). To minimize the responses bias, the 
respondents were contacted beforehand and clarified the need of 
the data and their involvement in responding the questionnaire. The 
data got filled-in voluntarily, only after the consents were granted 
from them. In addition, the respondents were given full autonomy to 
decline anytime they wanted, even after the consents were taken. In 
that process, the queries were immediately resolved where and when 
required for maintaining higher response rate and possible mitigation 
of endogeneity issue.

Measurement Instruments and Tools for 
Analysis
The primary data was collected from the standard structured 
questionnaire comprising 41 questions to extract the demographic 
and study variables related data. The questions were closed ended 
with five-point Likert scale ranging from strongly disagree to strongly 
disagree with study variables like organizational culture, employee’s 
commitment, and employee’s turnover intention along with the 
demographic items at the beginning. Among these questions, 
organizational culture was measured using two different psychometric 
tools (Ozturk et al., 2014; García et al., 2012). These questions 
mainly focus on four different cultural aspects viz. clan, adhocracy, 
hierarchical, and market cultures. Altogether, there were six items 
under clan culture with the statements like “My organization defines 
success on the basis of teamwork”, “My organization is like an 
extended family to me” etc. were used, where all items were targeted 
to capture the collaborative norms practicing in the institutions. 
Similarly, there were six items in adhocracy culture’s statements 
focused to address creative aspect in organizational culture. Mainly 
the items include” The leadership in my organization focusses on 
coming up with new ideas”, “My organization makes the best use of 
the employee skills to develop better product or services”. In addition, 
the items like” The leadership in the organization is authoritative”, “My 
organization defines success on the basis of employee’s productivity” 
etc. were used to gauge the control theme under hierarchical culture. 
Further, competitive culture was reflected in market culture items like 
“Reward is given on the basis of performance”, “My organization 
specifies the targets to be achieved” etc. Apart from this, questions 
to measure the employee’s commitment were adopted from (Faloye, 
2014; Al-Haroon & Al-Qahtani, 2020). The statements like “I would 
feel guilty if I left my organization right now” and” I feel as if this 
organization’s problem are my own” were used included in the seven 
items questionnaire. Finally, five reverse items of turnover intention 
were used. The statement such as “I often look forward to another 
day at work”, “ My current job satisfies my personal needs” etc. 
were included in the questionnaire. The final draft questionnaire was 
reexamined simultaneously by the subject expert and by pilot testing 
with 35 samples, for its effectiveness. Once the confirmation of 
content validity from both the expert opinion and pilot testing, the final 
questionnaire was distributed among the prospective respondents. All 
the items of the survey questionnaire were revised as per their need 
to match the context. 
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Moreover, Cronbach’s Alphas of each variable items were also gauged 
to examine the internal consistency of used scale. The alpha values of 
clan, adhocracy, hierarchy, market culture, employee’s commitment 
and labor turnover were above 0.7 meeting the measurement tool’s 
reliability (Cochran, 1977; Nunnally, 1978). In addition, the average 
data of each variable were examined for possible existence of outliers 
using cut-off point of standardized value ±3 and box-plots. The 
value beyond this cut-off point and that exceeded the inter-quartile 
range assumptions were removed. Further, low standard deviation 
also confirmed the likely absence of data extremity. Furthermore, 
normality was examined by calculating the value of skewness and 
kurtosis of each data distribution, these values for all the variables 
were less than 1 (see Table 2), suggesting the fulfillment of normality 
assumption (Muthen & Muthen, 2017).

The data were further analyzed by using Pearson’s correlation 
to examine the linear relationship between the study variables. In 
addition, simple regression was use to examine the influence of 
various cultural components on employee’s commitment. Further, 
Process macro version 4.2 by Andrew Hayes was used to examine the 
mediation effect of employee’s commitment on turnover intention. 
For all the analysis, the Statistical Package for the Social Science 
(SPSS) version 27 was used.

Results and Analysis
Table 1 shows the demographic characteristics of study participants, 
where majority of them are male i.e.75%. In addition, about 83.6% 
of are less than 36 years of age, where most of them are in bachelors 
and masters with the length of services between 1 to 5 years.

The findings suggest that clan culture is predominant in the TAIs 
(see Table 2) with higher mean of 3.75 revealing a collaborative 
work culture (Quinn & Rohrabaugh, 1983). Notably, competitive 
culture is also being observed in such institutions, which might be 
the influence of the increasing number of transnational institutions 
year-on-year along with affiliated foreign universities working culture. 
Further, positive moderate linear relationships (with the coefficient 
values between 0.331 to 0.558) are observed between different 
cultural types and employee’s commitment, indicating that, when 

there are changes in each cultural type then it is likely to observe 
similar changes in the level of commitment. However, a negative 
linear relationship is observed in the case of an employees’ turnover 
intention.

Table 1: General Demographic of Sample Respondents 

Variables Category Frequency Percent

Gender Male 288 75

Female 96 25

Age <= 25 128 33.3

26 – 35 193 50.3

36 – 45 57 14.8

46 – 55 6 1.6

Educational Qualifica-
tion

Bachelors 153 39.8

Masters 200 52.1

MPhil. Level 26 6.8

Ph.D. Level 5 1.3

Employment Status Teaching Staff 270 70.3

Non-Teaching Staff 114 29.7

Employment Contract Full-Time 234 60.9

Part-Time 150 39.1

Length of Services Less than a year 95 24.7

1 to 5 years 195 50.8

5 to 10 years 59 15.4

 More than 10 years 35 9.1

Note. Field Survey, (2024)

  

Table 2: Descriptive Statistics of Variables with Correlation and the Cronbach Alpha (a) Value with their Items

Variables Mean (SD) α (Items) 1 2 3 4 5 6

1 3.749(0.699) 0.844(6) 1

2 3.696(0.698) 0.833(6) 0.644** 1

3 3.634(0.729) 0.760(4) 0.463** 0.467** 1

4 3.731(0.704) 0.760(5) 0.514** 0.510** 0.627** 1

5 3.199(0.711) 0.764(7) 0.558** 0.438** 0.362** 0.331** 1

6 3.277(0.728) 0.743(5) -0.488** -0.437** -0.356** -0.374** -0.589** 1

Skewness -0.548 -0.609 -0.158 -0.41 -0.13 -0.202

Kurtosis 0.598 0.757 -0.069 0.099 0.16 0.306

Note(s).  Calculation of Survey Data, (2024); ** Correlation is significant at the 0.01 level (1-tailed). Where, in variables column, 1= Clan 
culture, 2=Adhocracy culture, 3=Hierarchy culture, 4= Market culture, 5=Employee’s commitment, 6= Turnover intentions

Table 3 shows the possible relative linkage of different cultural 
components with employee’s commitment using simple regression 
independently. It is observed that all the cultural types have a positive 
impact on the commitment, supporting the H1. Among them, 
clan culture stood effective in-terms of building the higher level of 
commitment among the employees in TAIs with the standardized beta 

coefficient of 0.588 and effect size of 31%. Subsequently, adhocracy, 
hierarchy and market culture show the positive diminishing influence 
on the commitment, suggesting the collaborative environment is 
imperative compared to create, control and compete environment, 
to have a significant level of employee’s commitment. 
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Table 3: Simple Linear Regression Coefficients of Organizational Culture and Employee’s Commitment

Intercept Clan Adhocracy Hierarchy Market R2 F-Value

1.071 
(6.503)**

0.567 
(13.136)** 
0.588

31% 172.549**

1.552 
(8.811)** 

0.445 
(9.511)** 
0.438

19% 90.465**

1.917 
(11.123)**

0.353 
(7.582)** 
0.362

13% 57.489**

1.949 
(10.521)**

   0.335 
(6.865)** 
0.331

11% 47.130**

Note(s).  Calculation of Survey Data, (2024); *t-statistics are in 
Parenthesis with ** as significant P value <0.01; Standardized 
Coefficient in Italics

Table 4 shows the mediation effect of employee’s commitment on the 
relationship between organizational culture and turnover intentions. 
Here, the total effect of organizational cultural components on 
turnover intentions were significant with P value <0.05, indicating 
negative influence of cultural components on the turnover intentions, 
supporting the research hypothesis H2, where hierarchy and market 
culture have also shown negative influence on turnover intentions, 
contrary to research hypothesis. In addition, as the employee’s 
commitment get introduced the direct influence of organizational 

cultural components were still significant at 95% level of confidence 
with consistent explanation of turnover intention variances (i.e. 
R2≈38%) by all the organizational cultural components. Furthermore, 
the indirect effect of organizational components on the turnover 
intentions were also negative and significant indicating the partial 
mediation effect of organizational commitment fully supporting 
the research hypothesis H3. Further, it could be said that, as the 
organizational cultural components get improved, the commitment 
levels also get increased which in-turn decreased the level of turnover 
intention. While comparing with each organizational cultural aspects, 
clan culture’s effect on turnover intention is relatively higher which 
support the effectiveness of collaborative culture on minimizing the 
turnover issue in such academic institutions.

Table 4: Total, Direct, and Indirect Relationship among each Cultural Components, Employee’s Commitmen\12d Turnover 
Intentions 

Relationship

 

Total Direct R2 Indirect Confidence interval t-stat.

Lower Upper

Clan Culture (-0.509)** (-0.242)** 38% (-0.267)** -0.343 -0.195 (7.079)**

Adhocracy Culture (-0.456)** (-0.232)** 38% (-0.224)** -0.292 -0.161 (6.732)**

Hierarchy Culture (-0.355)** (-0.164)** 37% (-0.191)** -0.257 -0.129 (5.829)**

Market Culture (-0.387)** (-0.208)** 38% (-0.179)** -0.255 -0.112 (4.853)**

Note(s). Calculation of Survey Data, (2024); *The Parenthesis with ** Sign Suggests the Significant at 95% Level of Confidence.

Discussions
When it comes to identifying the prevalence of cultural types in TAIs 
as in first objective, the study indicates that clan culture predominates 
within TAIs, signifying a strong emphasis on collaborative practices 
which is consistent with Quinn and Rohrabaugh’s (1983) framework. 
In addition, the significant presence of competitive culture followed 
by adhocracy is presumably driven by the expanding number of 
transnational institutions and their market-oriented strategies, as 
discussed by Lacatus (2013). Further, the positive linear relationships 
between various cultural types and employee commitment, suggested 
that enhancements in organizational culture can lead to increased 
commitment, corroborating Yusuf’s study which stated that building 
integrity, competence, consistency, and commitments is possible 
where there is presence of positive and supportive organizational 
culture (Yusuf, 2020). Conversely, the negative relationship between 
cultural types and turnover intentions aligns with Mwita et al. (2023), 
indicating that a positive organizational culture could be likely 
mitigating factor of employee’s turnover. 

Furthermore, regression analysis for the second objective 
demonstrates that clan culture significantly enhances employee 
commitment in TAIs. This is corresponding with prior research by 
Batugal and Tindowen (2019), Ch et al. (2013), and Koutroumanis 
et al. (2015), which also highlighted the beneficial impact of 
clan culture on employee commitment. In contrast, adhocracy, 
hierarchy, and market cultures exhibit diminishing positive effects on 
commitment contrary to (Haggalla & Jayatilake 2017), suggesting 
that a collaborative environment is relatively essential for sustaining 
high employee commitment in TAIs than environments focused on 
innovation, control, or competition.

Moreover, in gauging the third objective, the analysis indicates that 
the effect of various cultural types gets strengthened significantly with 
the increasing level of employees’ commitment while tackling the 
likely turnover intentions. This finding is consistent with the Arrawatia 
and Zahidi (2019) study. Notably, hierarchy and market cultures 
also exhibit a negative impact on turnover intentions, contrary to 
the studies’ findings of San and Hyun (2009) and Staniulienė and 
Gavėnaitė (2021).
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Lastly, the effect sizes ( i.e. R2 ) and standardized beta values highlights 
the highest degree of positive and negative impact of clan culture 
on TAIs staff commitment and turnover intention respectively which 
is also succeeded by adhocracy, market and hierarchical culture. 
This findings emphasizes the need of collaborative and creative 
environments for better commitment and lower turnover which is 
also consistent with  the existing studies (Ozturk et al., 2014; Lee & 
Park, 2015; Ldhuwaihi & Shee, 2015;  Fakhi, 2020;  Mullins, 2019;  
Marzec & Wronka, 2016)

Conclusions and Implications

This study aimed to explore how different organizational cultures 
impact employee commitment and turnover intentions in TAIs. It 
is significant for bridging gaps in existing literature by providing 
empirical evidence on the effects of various cultural types on these 
outcomes. The research reveals that among the CVF’s organizational 
culture framework in TAIs, particularly clan culture is strongly 
desired and relatively impactful on both employee commitment (i.e. 
significant positive) and likely turnover intentions (i.e. significant 
negative). In addition, TAI employee’s commitment complements the 
organizational cultural types through partial mediation in mitigating 
the likely turnovers. Therefore, it can be said that understanding 
these dynamics is crucial for academics and education industry 
professionals to work on fostering a supportive, collaborative and 
creative culture to boost commitment and in reducing turnover 
problems.

Mainly, this study can be helpful in identifying the cultural types in 
the TAIs. In addition, it can also be useful in comprehending the 
importance of employee’s commitment in reducing the level of 
turnover intention, which further helps HR managers and policy 
makers of such organizations to identify and develop strategies in 
improving the cultural dynamics along with commitment level for 
employees.

Limitations and Further Research

This study focus on teaching and non-teaching staff in TAIs limits the 
generalizability of the findings to other educational settings. Future 
research should expand to include a broader range of academic 
institutions, both transnational and domestic, to explore if similar 
cultural types and norms influence employee commitment and 
turnover in different contexts. Additionally, employing qualitative and 
mixed-method approaches could offer a deeper understanding of 
these dynamics. Further studies should also investigate how cultural 
practices interact with other organizational factors, such as leadership 
styles and external conditions, to better understand their impact on 
employee behavior. Addressing these areas could provide valuable 
insights for HR managers and policymakers aiming to enhance 
employee retention and organizational effectiveness.
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