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Abstract 

Academic employees face declining working conditions that may reduce the level 
of commitment to resource-constrained public higher education institutions. The 
purpose of the study is to examine whether strong social interactions at work affect 
academic employee commitment amid a poor state of physical working conditions 
in under-resourced public higher education institutions. A cross-sectional survey ob-
tained data from 63 academic employees across six faculties at a large, under-resourced 
public higher education institution located in the province of KwaZulu-Natal, South 
Africa. Academic employees taught many under-prepared students, primarily from 
previously disadvantaged backgrounds, using limited physical resources. The linear 
regression (r = –.0.52, CR = 3.21, p = < .001) results showed that stable social inter-
actions were associated with high employee commitment in resource-constrained in-
stitutions. Academic employees remain highly committed to the institution despite 
the poor physical working conditions. The study extends the affective perspective by 
showing that employees build regular social interactions to remain highly committed 
and overlook limited access to physical workplace resources. Leaders ought to create 
regular social interaction opportunities between employees to foster high employee 
commitment amid inadequate physical working conditions. 
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INTRODUCTION

The external and internal drivers of employee commitment have been 
established in organizational research. The extensive use of external 
resources for employee development has reduced the internal desire 
for employees to leave an institution by remaining committed to the 
workplace. Using financial resources to improve physical working 
conditions creates foundations that support employees to increase 
motivation and commitment (Allen & Meyer, 1990; Ren et al., 2023). 
Beyond physical working conditions, more implementation of inten-
tional social interaction opportunities between academic employees is 
likely to enhance the level of commitment to a resource-constrained 
public higher education institution in the developing world. In South 
Africa, academic employees face pressure to remain committed to un-
der-resourced institutions characterized by a rising number of under-
prepared students, declining state financial support, and inadequate 
physical working conditions. 

It is interesting to examine whether the commitment of academic em-
ployees depends on the strength of social interactions with peers amid 
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a poor state of physical working conditions in a historically disadvantaged public higher education 
institution. Academic employees are likely to be highly committed to an institution if social interac-
tions between peers are strong. In addition, employees may remain highly committed to an institution 
despite limited physical working conditions. 

1. LITERATURE REVIEW  

AND HYPOTHESIS

An early stream of research on organizational 
commitment explored the external financial in-
vestments leaders make in employees for reten-
tion. The outcomes of developed and highly com-
mitted employees are additional to value and the 
organization’s overall performance. Building on 
the earlier research stream (Allen & Meyer, 1990; 
Becker, 1960), later studies (Cohen, 2007; Colquitt 
et al., 2013) uncovered the internal psychological 
foundations that employees use to maintain high 
levels of commitment toward an organization. 
Employees who are highly committed to an or-
ganization show high internal motivation to per-
form job tasks and maintain continuous loyalty 
to the workplace. Both earlier and later research 
streams have deepened the definition and mea-
surement of organizational commitment within 
organizational research.

There is consensus among scholars about defin-
ing and measuring the concept of organization-
al commitment in organizational scholarship. 
Organizational commitment is an employee 
who is psychologically and emotionally attached 
to an organization. Highlighting the widely ac-
cepted definition shows the maturing develop-
ment of organizational commitment (Becker, 
1960; Mwesigwa et al., 2020; Shepherd & Suddaby, 
2017; Schwarz et al., 2023). Extending the defini-
tion is the adoption of a widely validated employ-
ee satisfaction scale used to measure organiza-
tional commitment (Allen & Meyer, 1990). While 
the definition and measurement of the concept 
have been established, examining organization-
al commitment continues to generate research 
among scholars from multiple perspectives.

Organizational commitment is analyzed from 
the normative, continuance, and affective per-
spectives. The normative perspective suggests 
that an employee feels indebted and obligated to 
remain employed by the organization for moral 

and ethical reasons. The continuance perspec-
tive points to an employee who derives beneficial 
economic value from remaining employed by 
the organization (Allen & Meyer, 1990; Meyer & 
Maltin, 2010; Ngo-Henha & Khumalo, 2022). The 
affective perspective is about an employee who 
feels emotionally aligned with the organizational 
values. After considering the multiple perspec-
tives of organizational commitment, the affective 
lens seems most appropriate to investigate the 
drivers and outcomes of employee commitment, 
especially in resource-constrained contexts such 
as the public higher education sector in the de-
veloping world.

The drivers and workplace outcomes of orga-
nizational commitment have been established 
in several studies over time. To exemplify, the 
job-related well-being driver has been associ-
ated with employee competence from the affec-
tive perspective (Kim & Beehr, 2020; Mihalache 
& Mihalache, 2022; Soundararajan et al., 2021; 
Tang & Vandenbergh, 2020). Further studies 
have assumed the affective perspective as foun-
dational to increased job performance, improved 
organizational success, and reduced labor turn-
over outcomes. Yet, employees may be loaded 
with more work for showing affective commit-
ment to the workplace in resource-constrained 
contexts, which could negatively influence em-
ployees’ well-being and highlight a need to build 
social interaction networks as support means at 
work. 

Employees experience social interactions with 
colleagues as part of the nature of working con-
ditions. Satisfactory interpersonal networks may 
be experienced by employees who identify with 
organizational values and feel part of the organi-
zation’s future. The volume of emotional resourc-
es invested in work experiences affects employ-
ees and the extent of feeling part of the overall 
positive organization’s well-being (Bakker et al., 
2023; Cao & Hamori, 2020; Ehrhardt & Ragins, 
2019; Heaphy & Dutton, 2008; Manyisa & van 
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Aswegen, 2017; Methot et al., 2020). High job 
demands will likely require extended social and 
emotional effort from employees expected to per-
form job tasks optimally while dealing with lim-
ited access to support in resource-constrained in-
stitutions. Employees may carry high workloads 
due to a shortage of employees, face increased 
pressures to deliver work tasks on time, and over-
see extended responsibilities while reducing time 
for social interactions at work. Excessive physi-
cal job demands can further drain employee en-
ergy, heighten internal psychological strain, and 
increase job burnout.

Employees perform job duties under physical 
working conditions that may be sufficient to meet 
workplace outcomes. In well-resourced physical 
working conditions, employees demonstrate en-
hanced performance of job tasks, strong commit-
ment to the organization, and higher motivation 
to remain employed. Taken together, studies have 
found that employees require appropriate job re-
sources to perform job tasks effectively (Albrecht 
& Matry, 2017; Amis et al., 2020; Hirschi & Spurk, 
2021; Meyer et al., 2018) under conducive con-
ditions for heightened employee commitment. 
Poor physical working conditions negatively af-
fect public service organizations such as public 
hospitals. The lack of access to appropriate facili-
ties for health services, a shortage of requisite pa-
tient equipment, and a lack of resourceful leaders 
may reduce employee commitment and establish 
a need for regular social interactions between 
colleagues, especially in under-resourced condi-
tions of the developing world.

The type of leader influences employee com-
mitment and affects emotional connections be-
tween peers at work. To exemplify, weak lead-
ers have reduced the high affective commitment 
of employees to the organization (Bunjak et al., 
2023; McCormick & Donohue, 2019; Robert & 
Vandenberghe, 2021). The observation is not sur-
prising considering that leaders hold the power 
to influence decisions about fostering social and 
physical working conditions conducive to high-
ly committed employees who perform job tasks 
effectively. Weak leaders lack the fortitude to 
galvanize the required resources to build a so-
cial and physical working environment for em-
ployees to remain committed to an organization. 

Hence, employees require strong leaders who in-
spire emotional connections and provide direc-
tion for employees to be highly committed to the 
organization. 

Undoubtedly, leaders prefer employees who are 
highly committed to the organization and con-
tribute to desirable workplace outcomes. Highly 
committed employees demonstrate strong be-
haviors that contribute to better organizational 
performance and initiate conducive conditions 
for positive workplace experiences (Meyer et al., 
2018; Sungu et al., 2020; van Rossenberg et al., 
2022). Without commitment at work, employ-
ees may be encouraged to leave a resource-con-
strained organization for better opportunities, 
stronger social bonds, and improved physical 
working conditions. Hence, leaders might con-
sider ways to strengthen employee commitment 
despite institutional voids in sectors such as pub-
lic higher education in the developing world.

The institutional voids are often associated with 
the developing world, such as South Africa, 
which necessitates leaders to deploy limited re-
sources to heighten employee commitment and 
reduce labor turnover, particularly in historically 
disadvantaged public higher education institu-
tions. In resource-constrained contexts, academ-
ic employees explore alternative mechanisms to 
mitigate insufficient job equipment and facilities 
to remain committed to the institution (Bothello 
et al., 2019). In South Africa, the public higher 
education sector needs more competent academ-
ic employees to teach large numbers of students 
post-apartheid. There are limited appropriate fa-
cilities and classrooms to accommodate academic 
employees and the rising student population. The 
state is reducing funding of public higher educa-
tion institutions, resulting in fewer teaching and 
research resources to deliver quality education.

In South Africa, higher education institutions 
have encountered student protests for more 
student funding, which pressure academic em-
ployees and leaders to resolve protests and de-
liver quality education. The disruptions further 
strained financial resources to replace vandal-
ized institutional property. Academic employees 
contend with backlogs in resource requests such 
as appropriate teaching equipment and suitable 



527

Problems and Perspectives in Management, Volume 22, Issue 1, 2024

http://dx.doi.org/10.21511/ppm.22(1).2024.42

learning materials, shorter assessment comple-
tion schedules, and expectations to publish re-
search papers regularly (Council for Higher 
Education, 2022). In resource-constrained con-
texts, academic employees navigate internal and 
external stakeholder pressures to maintain a 
commitment to the organization, which may re-
quire social interactions between employees as a 
form of support.

There is a lack of regular social interaction op-
portunities between academic employees, which 
can promote high employee commitment amid 
inadequate physical working conditions in South 
Africa’s public higher education institutions. 
Social interactions to maintain high employee 
commitment in physically challenged working 
conditions are under-researched. The study aims 
to examine whether academic employee com-
mitment is affected by strong social interactions 
amid a poor state of physical working conditions 
in under-resourced public higher education in-
stitutions. The study hypothesizes that 

H1: Employees are more likely to show a high 
level of commitment if social interactions are 
strong even though physical working condi-
tions are poor.

2. METHODS 

The study employed a cross-sectional survey de-
sign to collect data from academic employees who 
worked for a selected public higher education in-
stitution in developing South Africa (Rindfleisch 
et al., 2008). The historically disadvantaged pub-
lic higher education institution has faced resource 
constraints to meet academic employee needs. 
There has been a shortage of competent academic 
employees to fulfill the rising demand for research 
knowledge production and teaching of large class 
sizes (Council for Higher Education, 2022). The 
selected public higher education institution has 
primarily focused on vocational training and 
recently introduced research, which further de-
mands academic employees to publish research 
articles and teach underprepared students. The 
study’s analysis level was the selected public high-
er education institution located in the province of 
KwaZulu-Natal, South Africa.

The target population comprised 722 academ-
ic employees who were junior lecturers, senior 
lecturers, associate professors, associate direc-
tors, directors, and full professors. A systematic 
random sample of every fifth email address was 
selected from an email list of combined board 
members across six faculties at the selected pub-
lic higher education institution. The institution-
al faculties were management sciences, health 
science, arts and design, applied sciences, en-
gineering, and built environment, as well as ac-
counting and informatics. The unit of analysis of 
the study was the individual academic employee. 
From the 722 target population size of academic 
employees across six faculties, a sample of rec-
ommended (Sekaran & Bougie, 2019) 150 re-
spondents was drawn from the email lists.

Existing measures were adapted to collect data 
from the 150 sampled respondents. Meyer and 
Allen’s (1990) seven-statement questionnaire 
was used to collect data about the concept of em-
ployee commitment. The employee commitment 
questionnaire statements included “I am proud 
to tell people that I am part of this institution,” 

“I speak highly of my institution to my friends,” 
and “I do not care about the fate of this insti-
tution.” In a bid to measure the working condi-
tions concept, the employee satisfaction scale 
was used (Harter et al., 2002) with questionnaire 
items such as “The physical surroundings of my 
workplace are good,” “My workplace is isolated 
from colleagues,” and “I have good facilities to 
work with on my job.” The questionnaire was as-
sessed for social desirability bias by readjusting 
questionnaire statements (Lindell & Whitney, 
2001; Podsakoff et al., 2003) and introducing 
control variables (Z) of respondents’ personal 
information. 

The systematically random sampled respondents 
(150) were invited to participate in the study by 
completing an online questionnaire if they so 
wished to comply with research ethical protocols. 
An online survey was conducted using Google 
Forms over several weeks and sending regular 
invitation reminders to sampled respondents 
(Cunliffe & Alcadipani, 2016; Evans & Marthur, 
2018; Honig et al., 2017) to voluntarily partici-
pate anonymously. After conducting the online 
survey, 63 completed questionnaires were re-
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turned by the potential respondents of the study. 
Based on the randomly sampled responses (150), 
the survey response rate (42%) was higher than 
the 10% to 20% response rate usually associated 
with online surveys in anticipation of data anal-
ysis procedures.

The data were analyzed to obtain descriptive re-
sults of frequencies (F) and percentages (%) to 
describe the demographic profile of respondents, 
such as gender, using the SPSS computer soft-
ware. An analysis of variance (ANOVA) statisti-
cal analysis was conducted using Kolmogorov-
Smirnov (K-S) and Shapiro-Wilk tests to obtain 
the mean ( )X  and standard deviation (SD) 
scores and check for the skewness of the data-
set for organizational commitment and working 
conditions constructs. The confirmatory factor 
scores were obtained to assess the validity (σ) of 
organizational commitment and working con-
ditions constructs and checked whether mea-
sure items had loading higher than .70 as rec-
ommended by Hair et al. (2020). The factors for 
organizational commitment and working condi-
tions construct, with an eigenvalue greater than 
one, were computed from principal component 
analysis using the rotation method varimax with 
Kaiser normalization on SPSS software.

After measures were adapted, piloted, and 
checked for common method bias resulting in 
minor changes of language editing, the reliabili-
ty scores were drawn by conducting a Cronbach’s 
Alpha (α) test for organizational commitment 
and working conditions constructs on SPSS. For 
the robustness of the reliability results, the col-
linearity tests were performed to determine the 
convergence and discriminate validity scores 
of organizational commitment and working 
conditions constructs. The correlation (r) test 
scores were drawn to determine associations 
between the state of working conditions and the 
level of employee commitment based on the da-
taset. A linear regression statistical analysis was 
conducted to determine the direction of the hy-
pothesis of the study on organizational commit-
ment and working conditions. The percentage 
(%) scores for working conditions were further 
analyzed to obtain scores for physical and so-
cial dimensions in pursuit of the robustness of 
the study. 

3. RESULTS

Table 1. Demographic profile of respondents

Variables
Frequency (F)  

[n = 63]

Percentage 

(%) [100]

Gender

Male 27 42.9

Female 36 57.1

Age group

18-35 9 14.3

36-49 23 36.5

50-65 31 49.2

Employment type

Permanent 60 95.2

Temporary 3 4.8

Faculty

Management Science 16 25.4

Health Science 14 22.2

Arts and Design 11 17.5

Applied Sciences 2 3.2

Engineering and Built 

Environment
6 9.5

Accounting and Informatics 14 22.2

The data were analyzed to describe the demo-
graphic profile of respondents as a unit of analy-
sis, as illustrated in Table 1. The demographic re-
sults of the dataset showed that there were more 
females (F = 86, n = 63, 57.1%) than males (F = 27, 
n = 63, 42.9%), with most respondents aged (F = 
31, n = 63, 49.2%) between 50 to 65 years. Older 
employees may have more nuanced insights into 
working conditions and maintenance of commit-
ment at work than younger employees from a dif-
ferent generation and time in South Africa’s his-
tory of apartheid and democracy. Gender differ-
ences between respondents may highlight varia-
tions in responses to the need for frequent social 
interactions and the state of physical aspects of 
working conditions concerning the level of com-
mitment at work. 

The majority of respondents (F = 60, n = 63, 95.2%) 
were employed permanently and worked for the 
largest faculty of management sciences (F = 16, n = 
63, 25.4%), with few respondents emanating from 
the faculty of engineering and built environment 
(F = 6, n = 63, 9.5%) as shown in Table 1. Permanent 
employees can have unique perspectives on re-
sourcing of working conditions and level of com-
mitment compared to temporary employees who 
would leave the institution when contracts are 
terminated. Some faculties, such as engineering, 
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are more resource-intensive due to the equipment 
needed to teach and conduct research than man-
agement sciences, which are less resource-inten-
sive and may provide insightful responses from 
academic employees. Overall, the demograph-
ic results in Table 1 indicated a varied profile of 
respondents at a selected South African public 
higher education institution. The gender, age, em-
ployment type, and faculty aspects were added as 
control variables (Z) in all statistical tests on SPSS 
and found to not affect the results of the study, in 
preparation for factor analysis procedures.

To test the validity (σ) of the organizational com-
mitment construct, a confirmatory factor analysis 
was conducted on SPSS as depicted in Table 2. The 
confirmatory factor analysis result score (.78) was 
satisfactory, as recommended to be about .70 by 
Hair et al. (2020). The organizational commitment 
mean score ( )X  was 2.46, with a satisfactory 
standard deviation (SD) score of 1.05, and a collin-
earity score of 0.94. Based on the results, the stan-
dard deviation (SD) was fairly close to the mean 
score ( )X  with a high collinearity score showing 
convergent and discriminant validity of organiza-
tional commitment. The Cronbach’s alpha (α) reli-
ability score was 0.88, which indicated a high in-
ternal consistency of organizational commitment 
questionnaire items loadings. In analyzing vari-
ance in the dataset (ANOVA) using Kolmogorov-
Smirnov (K-S) and Shapiro-Wilk, the data were 
fairly evenly distributed on SPSS. Based on the test 
results, the organizational commitment construct 
measure was reliable and valid. 

To test the validity (σ) of the working condi-
tions construct, the confirmatory factor analysis 
was conducted on SPSS as shown in Table 2. The 

working conditions validity (σ) result score (.81) 
was satisfactory. The working conditions mean 
score ( )X  was 2.98, with standard deviations 
(SD) at a satisfactory 1.27, which was fairly close 
to the mean ( )X  and a high collinearity score 
of 0.94, which showed convergent and discrimi-
nant validity. The Cronbach’s alpha reliability (α) 
score was 0.88, showing high internal consistency 
of questionnaire items of the working conditions 
construct. The analysis of variance (ANOVA) us-
ing Kolmogorov-Smirnov (K-S) and Shapiro-Wilk 
tests demonstrated a fairly evenly distribution of 
data for the working conditions construct on SPSS. 
Based on the test results, the working conditions 
measure of the study was found to be valid and re-
liable in anticipation of correlation statistical tests.

The study conducted a two-tailed correlation (r) 
statistical test to analyze the association between 
organizational commitment (X) and working 
conditions (Y) constructs based on the dataset 
as illustrated in Table 3. The correlation (r) re-
sults showed a strong correlation (r = –.464**, p 
= < .001) between organizational commitment 
(X) and working conditions (Y) constructs, based 
on 63 respondents and a p-value of .001 at 95% of 
significance, with a 5% margin of error on SPSS. 
The negative correlation score (r = –.464) further 
demonstrated that high employee commitment 
(X) was connected to poor working conditions (Y) 
in the study. The correlation (r) results underscore 
that inadequate physical facilities and materials 
were unlikely to decrease the high employee com-
mitment in resource-constrained contexts.

The study hypothesizes that employees are more 
likely to show a high level of commitment to an 
organization if social interactions are strong amid 

Table 2. Organizational commitment and working conditions validity and reliability

Variable
Factor 

score
Mean ( )X

 Standard 

deviation Collinearity
 ( )σ Cronbach’s alpha ( )α

Organizational Commitment .78 2.46 1.05 0.94 0.88

Working Conditions .81 2.98 1.27 0.94 0.88

Table 3. Association between organizational commitment and working conditions

Variables Organizational commitment Working conditions
Organizational commitment Pearson correlation –.464**

Working conditions Sig. (2-tailed) <.001

Note:  p < .001.
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poor physical working conditions, as illustrated in 
Table 4. A linear regression statistical analysis was 
conducted to test this hypothesis on SPSS. The re-
gression result (r = –0.52, CR = –3.21, SE = 0.07, 
p = 0.001) showed that high organizational com-
mitment was strongly associated with poor work-
ing conditions with a high p-value at < 0.01 and 
95% level of significance with a 5% margin of er-
ror. The regression results demonstrated that em-
ployees were highly committed to an organization 
in the wake of inadequate physical working con-
ditions and limited access to facilities and equip-
ment. Therefore, the regression results supported 
the hypothesis of the study.

For robustness of the regression results, the data 
were analyzed to obtain the descriptive frequen-
cies (F) and percentages (%) of responses on social 
interactions between peers as part of working con-
ditions as illustrated in Table 5. In the descriptive 
results of social interactions, most respondents dis-
agreed (63.5%) with questionnaire statements “My 
workplace is isolated from colleagues” and “I am 
isolated from the workgroup of my job” as well as 
agreed (65.1%) with “I work with and around col-
leagues on my job.” The descriptive results showed 
that social interaction was a mechanism for main-
taining a high level of commitment among employ-
ees in resource-constrained contexts.

4. DISCUSSION

The study examined whether academic employee 
commitment was affected by strong social inter-
actions and poor physical working conditions in 
under-resourced public higher education institu-

tions. The study found that strong social interac-
tions between academic employees maintain a 
high level of employee commitment in resource-
constrained workplaces. By highlighting so-
cial interactions (Ehrhardt & Ragins, 2019) as a 
mechanism to increase employee commitment in 
resource-constrained contexts, the study extends 
the affective perspective (Allen & Meyer, 1990) 
of organizational commitment scholarship. The 
deepening of conceptualization and application 
of high employee commitment by offering a social 
interactions dimension ought to assist academic 
leaders in influencing academic employees to re-
main highly committed in the workplace. In turn, 
academic employees can better deliver teaching 
and research to underprepared students in public 
higher education in the developing world.

Since social interactions between employees 
maintain high employee commitment, employ-
ees probably draw emotional support from peers 
and reduce the likelihood of employees resign-
ing. The claim is consistent with Kim and Beehr 
(2020), who found that affectionately connected 
employees were unlikely to leave the organization. 
The suggestion is that, instead of promoting the 
individual academic work of employees as a stan-
dard of performance, the collaboration approach 
is better suited to promoting emotional support 
between peers for personal and team benefit. In 
this regard, academic leaders ought to allocate 
spaces and times for employees to socialize regu-
larly, such as common areas, institutional days for 
team attendance, and public celebrations of team-
work to foster stronger social connections and 
sustain high employee commitment, especially in 
resource-constrained conditions. 

Table 4. High organizational commitment and poor working conditions

Hypothesis 
Dependent 

variable 

Independent 

variable  

Standardized 

coefficient S.E. 
Critical 
ration P Result

H1
Organizational 
commitment  

Working conditions –0.52 0.07 –3.21 0.001 Supported

Note: p < .001.

Table 5. Social interactions of working conditions descriptive results

Questionnaire statement SA, % A, % NS, % D, % SD, %

My workplace is isolated from colleagues 1.6 17.5 4.8 63.5 12.6

I am isolated from the workgroup of my job 3.2 14.3 6.3 63.5 12.7

I work with and around colleagues on my job 14.3 65.1 4.8 12.7 3.1

Note: SA = strongly agree; A = Agree; NS = Not sure; D= Disagree; SD = Strongly disagree.
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While leaders have limited access to resources for 
investments in physical work environment improve-
ment, building social relations between colleagues 
is necessary to sustaining employee commitment 
in resource-constrained contexts such as the public 
higher education sector (Bothello et al., 2019). The 
shortage of funding from the state which has to navi-
gate multiple employees needs curb corrupt means 
of using state taxes to support academic employees, 
and better reporting of usage of institutional funds 
requires internal controls and partnerships to pro-
mote stronger social interactions between peers. 
Recognition and support of academic employees can 
be based on the extent of promotion of social interac-
tions to keep academic employees highly committed 
to teaching, research, and fundraising at work. 

Academic employees contend with backlogs and de-
lays in improving facilities and equipment required 
to teach and conduct research, which negatively af-
fects the quality of education in public higher edu-
cation institutions. The observation suggests that 
resource constraints affect the provision of quality 

transformative education for previously disadvan-
taged students in public higher education in the de-
veloping world (Council for Higher Education, 2022). 
Leaders ought to implement unique strategies to keep 
academic employees highly committed and retained 
to provide quality education and research in public 
higher education institutions. Leaders should build 
employee social networks to improve employee com-
mitment, even though physical working conditions 
are inadequate in resource-constrained contexts.

The study has combined stable social interactions as 
an internal driver to external driver of poor physical 
conditions of facilities and equipment to maintain 
high employee commitment in resource-constrained 
contexts. Academic employees pursue strong social 
bonds with peers to address poor access to appropri-
ate teaching and research equipment. By socializing 
with colleagues at work through shared teaching 
and research material, employees promote a culture 
that fosters high employee commitment despite in-
adequate physical resource conditions in the public 
higher education sector in the developing world. 

CONCLUSION

The purpose of the study was to investigate if strong social bonds between academic employees influ-
enced a high level of commitment amid inferior physical working conditions in under-resourced public 
higher education institutions. The results showed that employees built strong social interactions with 
peers to remain highly committed despite poor physical working conditions. Leaders should deploy 
social interactions between colleagues to mitigate poor physical working conditions in resource-con-
strained contexts. The study extends the affective perspective by integrating the internal driver of social 
interactions with the external driver of poor physical working conditions by means of promoting high 
employee commitment in resource-constrained contexts.

As the study examined social and physical aspects of working conditions at the individual unit and sin-
gular organization levels, future studies can evaluate the social interactions dimension in and between 
teams and organizations across sectors. Beyond the affective perspective of organizational commitment, 
the study proposes that normative and continuance perspectives should be harnessed to examine social 
interaction dimensions and employee commitment. Since the study adopted a cross-sectional survey 
design, future studies can collect data longitudinally using multiple data sources to investigate whether 
gradual changes to social interactions impact employee commitment differently. 
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