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Abstract 

Modern day life has many problems within different dimensions and keep up a crucial Work-Life Balance (WLB) along 

with a strong Organizational Commitment (OC), of which one is a part of WLB is the degree to which individuals prioritise 

the professional and personal responsibilities in their lives, as well as the presence of work-related activities in their homes. 

Work life equilibrium can impact numerous factors, including satisfaction on job, commitment towards the organisation 

and, of course, performance on job. WLB allows for healthy compartmentalization of work and hence can possibly be 

hypothesized to affect Teacher Effectiveness (TE) in the workplace. Similarly, organizational commitment may be 

understood as the psychological attachment or bond an individual may have to an organization. The bond is important as 

it can allow increased feeling of belongingness to the organization and increased motivation to work harder. The study 

aims to investigate how OC and WLB relate to teachers' effectiveness in a school set up. The results suggest statistically 

significant positive association between organisational commitment and TE. Further, a significant positive link was also 

found between OC and WLB. Although, no significant association was found between teachers’ effectiveness and WLB. 

Keywords: teacher effectiveness, organizational commitment, work-life balance, and teacher 

Introduction 

It is widely acknowledged that the quality of education is intricately tied to the capabilities of its teachers, emphasizing the 

pivotal role of students in the process of teaching and learning. An excellent educator is one who facilitates student learning 

by modelling these traits and more. It would not be wrong to say that teacher’s behaviour and effectiveness directly impact 

student’s performance/development– teachers’ effectiveness is usually measured and judged by teacher’s self-perception 

on effectiveness and student’s perception about teacher’s effectiveness. From the self-perception of a teacher, they may 

consider themselves as effective if they are able to properly teach the curriculum assigned, if the students seem to grasp a 

good understanding of the concepts being taught and if the students are able to obtain a good percentage in their exams. A 

student’s perception may, on the other hand, be a bit less objective. A student may consider a teacher to be effective if they 

have a good class presence, that is, they encourage student participation and interaction and allow students to brainstorm 

different concepts related to the curriculum. Thus, even though the class may not necessarily be objectively completing the 

topics from the book, they may still feel satisfied with their understanding and concurrent effectiveness of the teacher, 

crediting their interactive class for it. It has been found, however, that factors like role stress, perfectionism, perception 

about one's own capabilities, self-esteem along with organisational commitment and work life balance impact a teacher’s 

effectiveness. Recognising the significance of these determinants requires a little explanation. The level of pressure that 

individuals in particular positions or occupations face when they are carrying the responsibilities, as well as the functions 

related to them, is called ‘role stress’. Put differently, it can be comprehended as the strain encountered as a result of holding 

an organizational position (Kumar et al., 2015). High role stress can be easily thought of as a barrier to effectiveness of a 

teacher. On the other hand, perfectionism refers to the trait of achieving completion of tasks or carrying out certain activities 

whilst holding them to very high standards, which may sometimes even be unattainable. A perfectionist always wants 

things to be done as best as they can potentially be done, and beyond. Perfectionism is defined as the inclination to expect 

exceedingly high or flawless performance from oneself or others, beyond what is necessary given the circumstances 

(American Psychological Association, n.d.). Self-esteem, which is a component as well, is the way a person views their 

own strengths and shortcomings. One way to conceptualize self-esteem is as an overall assessment of one's own value or 

worth. (Crocker, 2001). 

The relationship between an employee and their employer must include organisational commitment. It describes how 

committed, devoted, and attached a person is to their company. This psychological state has been found to have a significant 

impact on employee motivation, focus, and work outcomes. According to Meyer and Allen (1991), OC is a psychological 

ailment that characterizes a worker's involvement with their company and influences their decision to stay or quit. 
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Understanding the concept of organizational commitment is critical for organizations seeking to enhance employee 

motivation and retention. At last, the term work-life balance refers to achieving a harmonious degree of equilibrium in 

terms of one's work and personal lives, i.e. quality time with family, with oneself, carrying out hobbies and maintaining 

health. In other words, it is the balance between their professional as well as their personal life, with neither of them ideally 

interjecting the other. No single, widely acknowledged definition of WLB exists, however, the degree of participation that 

each of the several roles in an individual's life has, especially in relation to work, family, and leisure activities, is commonly 

known as WLB.  (American Psychological Association, n.d.-b) 

The paper primarily aims to examine the association between OC, WLB, and their impact on TE. Firestone and Rosenblum 

(1988) asserts teacher OC as a favourable and impactful bond with a certain institution. This attachment is multidimensional 

and includes dedication to students, dedication to the teaching career, and dedication to a specific institution. Three types 

of OC were pinpointed by Meyer and Allen (1997). These are Affective Commitment (AC), Continuance Commitment 

(CC), and Normative Commitment (NC). AC refers to the emotional bond or connection that an employee develops with 

the organization. While CC is motivated by the perceived advantages of staying in the organization rather than seeking 

employment elsewhere. NC represents an employee's perceived obligation or duty to stay committed to the organization. 

Research conducted by Meyer et al. (1993) has revealed a significant impact of OC on employee retention. Low-

commitment instructors may miss school to engage in other activities, but high-commitment teachers are less likely to quit 

their teaching positions or miss class (Werang et al., 2015). 

Job satisfaction is defined as an individual’s pleasant emotional state of mind which results from the assessment of their 

work, and it is associated with organisational commitment and job performance (Locke, 1969). Studies by Ayele (2014) 

and Shukla (2009) have provided confirmation of a positive correlation between teachers' job satisfaction and their OC. 

Additionally, faculty members' organisational commitment is strongly correlated with their job satisfaction, quality of their 

supervision, and salary (Malik, 2010).Effective instructional behaviour, such as orientation, questioning, application, time 

management, and classroom assessment, can impact teachers' organizational commitment (Abosede, 2017). WLB, which 

is the optimal equilibrium among leisure time, is essential for employee well-being and organizational effectiveness. 

Organizations with good work-life balance policies and practices benefit from lower absenteeism rates, higher productivity, 

enhanced customer experience, and a more motivated and contented staff (Priya, 2017; Doherty& Manfredi, 2006). 

Therefore, understanding work-life balance concerns among teachers is necessary for improving their well-being and 

organizational effectiveness. 

Research has been done on the impacts of work-class conflict, satisfaction of job, organization commitment, and 

Organizational Citizenship Behaviour (OCB) refers to an individual's voluntary dedication and commitment to the 

organization.  Beyond their contractual requirements (Rosner, et al., 2005). On the one hand, it was stated that the OCB is 

tied to occupation-family disagreement, and on the other, it was linked to satisfaction of job, work and family environment, 

and organizational dedication. According to the observation, culture of work and family predicts level of disagreement in 

work and family, and different types of work-family conflict foretell OCB. According to the findings, work and family 

background can predict both OCB as well as organization commitment, but organization commitment does not moderate 

the connection between the two. The findings underscore the necessity of promoting a positive work-family culture in 

schools. According to numerous studies, workplace stress negatively affects WLB, organisational commitment, and job 

satisfaction (Bragger et al., 2005).Whereas, a sound WLB has been linked with higher OC, better job satisfaction and a 

decreased likelihood of leaving the company (Noor, 2011). A supportive organizational environment that enables 

employees to balance their personal and professional lives is crucial for enhancing productivity and reducing turnover 

(Moore, 2007). The implementation of WLB policies and practices can improve the levels of employee commitment and 

organizational outcomes (Kinnie et al., 2007). 

Instructors' efficacy varies depending on their teaching experience, community, management style, and location (Paul & 

Kumarvel, 2003). Contrary to what the popular belief may be, it was also found that teachers in rural places have higher 

effectiveness than those in metropolitan cities. Vijaylakshmi and Mythill (2004) found a moderately positive correlation 

between teachers' work attitudes and their overall efficacy in the classroom. Teaching effectiveness is higher among female 

teachers than among male teachers; there is minimal disparity between male and female teachers in terms of teaching 

competency; and teaching competency is a crucial factor in determining teaching effectiveness (Amandeep & Gurpreet, 

2005). A teacher's certification level has a little impact on students' test scores (Kane et al., 2006). However, there is a 

significant and consistent variance in the performance of those teachers who share the same status in certification. In the 

starting years of an instructor’s career, experience has the greatest impact (Andrew, 2007). Remarkably, it has been 

discovered that classroom performance in the initial two years is a more dependable indicator of a teacher's future 

effectiveness compared to their certification status, along with the fact that teacher certification status only has minor effects 

on student test performance (Kane et al., 2008).  Even students have a role to play in the effectiveness of the teachers 

themselves, as student achievement in reading and mathematics was linked to the effectiveness of consecutive teachers. 
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Additionally, as a characteristic of a school's organisational structure, collective teacher effectiveness was positively 

correlated with success rates (Ronald, 2009). 

Another important factor which has a substantial influence on teacher efficacy is ‘school culture’ (Hameed & Manjustha, 

2010). Two school culture scales—facilitative role and trust—have been found to have a strong impact on continuity 

commitment, which is a subscale of organisational commitment. (Karadağ et al., 2011). It has a on teacher efficacy is 

‘school culture’ also been determined that the school culture's elements of collaborative leadership and collegial support 

are predictive of teachers' perceptions of their emotional commitment, while the elements of learning partnerships and 

collaborative leadership are predictive of their perceptions of normative commitment in a positive direction and at 

meaningful levels (Ayik & Akdemir, 2014). A link has been discovered between the commitment of the teacher and the 

atmosphere of the school. Teachers' commitment is positively significantly correlated with collaborative leadership, 

teachers' professional conduct, and working pressure, but institutional transparency is not. Teachers in self-financing 

institutions are shown to be more dedicated to their work than those in government-aided institutions. (Dhamane 2013). 

Thus, providing a good setting for teachers could boost their dedication. 

The individual factors i.e, certain demographic aspects or behavioural characteristics of the individual teacher themselves 

also matter significantly and interact with their organizational commitment. Upon investigating teacher education, graduate 

commitment to teaching, and entry into the profession, it has been found that a graduate's dedication to teaching is 

substantially linked to their entry into the profession (Isabel et al., 2007). College teachers who are diligent, socially daring, 

practical, and have a good self-concept have higher probability of being faithful to their institutions (Sharma, 2008). 

Teachers are extremely dedicated to their work. Their dedication is considerably closer to job commitment than their 

individual devotion (Parthiban, 2008). Compared to Iranian teachers, Indian teachers exhibit greater OC in the affective 

(emotional) components, whereas teachers in Iran exhibit greater OC in the continuation component. (Faranak & 

Yeshodhara, 2009).It has been discovered that the level of professional commitment is unaltered by one’s gender; rather, 

more seasoned teachers had higher levels of employee engagement, refuting some traditional beliefs. (Arjunan & 

Balamurugan, 2013). Research has shown the level of overall professional commitment of instructors to be at a degree that 

is moderate, and not varying on the basis of gender (Maheshwari, 2002). On several dimensions of dedication, a 

considerable disparity has been discovered between elementary and secondary school teachers (Maiti, 2015). However, no 

perceptible difference has been found in the level of commitment between teachers who are female and male. Finally, 

professionalism and dedication were important factors to consider. Teaching and school commitment are positively 

correlated (Ibrahim, 2015). Teachers' professional ideals strengthened their dedication to teaching. Teachers' classroom 

efficiency improved their school and teaching dedication. Teachers' commitment was most influenced by their professional 

conduct (Raman et al., 2015). Teacher freezing negatively impacts teacher commitment. Teacher devotion was gender- and 

stream-neutral. Positive teacher commitment reduced teacher freezing in secondary school teachers (Sharma, 2015). 

Methodology 

Objective: To assess the relationship of organizational commitment, worklife balance and teachers’ effectiveness among 

school teachers 

H1: Organizational commitment is significantly linked with teacher effectiveness in school teachers. 

H2: Work-life balance is significantly linked with teacher effectiveness in school teachers. 

The cross-sectional quantitative study aimed to investigate the relationship of organizational commitment and work-life 

balance with teacher effectiveness in school teachers. The study consisted a sample of 179 private school teachers. The 

participants taken for the research were in between the age group of 25-50 years and the mean age was 38.3 years. The 

data was collected through circulation of google forms amongst the selected sample. Organizational commitment variable 

was studied on the Organizational Commitment Questionnaire (OCQ) formulated by Mowday, Steers and Porter (1979). 

The scale consisted of 15 items. Work-life was assessed using Work-life Balance Scale developed by Udai Pareek & 

Surabhi Purohit (2010). The scale consisted of 36 items. A Shorter Version Of Teacher’s Effectiveness Scale (TES) by 

Chinmaya Prakash, Dr. Shubha Chandra, Dr. Chandra Shekhar H. was employed to measure teacher effectiveness among 

teachers. The scale consists of 25 items.  

Results 

The observations presented in the Table 1 shows the inter-correlation of study variables among the school teachers. A 

considerable positive weak link was found between organizational commitment and teacher effectiveness in school teachers 

(r= .255, p = .001< .01 level of significance, 2-tailed). Therefore, hypothesis 1 states that organizational commitment is 
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significantly linked with teacher effectiveness in school teachers is supported by the findings of the study. Thus, the 

explanations of the study suggest that higher is the magnitude of organization commitment, more is the teacher 

effectiveness in school teacher’s and vice-versa. Moreover, the findings revealed a considerable positive but very weak 

link between OC and WLB in school teachers (r = .157, N = 179, p = .036 < .05 level of significance, 2-tailed). Therefore 

the results claimed that higher is the magnitude of OC, higher the WLB in school teachers and vice-versa. In contrast, it 

was found no considerable link exists in Work-life balance with the teacher effectiveness in school teachers. Hence, 

hypothesis 2 signifies that Work-life balance is not significantly linked with teacher effectiveness. Therefore, hypothesis 2 

is not supported by the findings of the study. 

Variab

les 
N M SD 

Correlations 

TE OC WLB 

TE 179 230.67 15.21

8 

1 - - 

OC 

 

179 77.78 9.847 
.255** 

 

1 - 

WLB 179 62.45 9.633 
.059 

 

.157* 

 

1 

Table 1.1 showing descriptive statistics and correlation matrix of study variables in school teachers (N= 179) 

Discussion: The research aimed investigating the relationship of work-life balance, organisational commitment and 

teachers' effectiveness among school teachers. Organisational commitment and teacher effectiveness in schools was found 

to have a significant positive correlation. Therefore, hypothesis 1 is accepted. A strong relationship between two variables 

may indicate that the presence of high organisational commitment is often related to higher teacher effectiveness and vice-

versa. However, it is important to note that correlation does not necessitate causation. The study's findings are consistent 

with earlier research, such as the research done by (Chan, Lau, Lim, & Hogan, 2008). According to them, higher work 

satisfaction, lower attrition, less absenteeism, greater corporate citizenship behaviour, and increased student success are all 

good results of employees' organizational commitment Furthermore, individuals who are very committed to the 

organization have a beneficial impact on their performance, increase service quality, and reduce bad behaviour. Therefore, 

devoted people are more likely to be satisfied, responsible, and loyal (Balci,2003). Similarly, a study was also conducted 

by Hamid et al. (2013), which indicated a positive and moderate linear relationship between organisational commitment 

and psychological empowerment. Meyer and Allen (1997) described organizational as a three-part construct with affective, 

continuance, and normative components. Employees' emotional attachment to the organization's values, aims, and goals is 

referred to as affective commitment. Human resources with an elevated affective commitment incorporate the company's 

aims and are more likely to stay because they want to (Meyer & Allen, 2004). They’re dedicated to their workplace, willing 

to go the 'additional step,' that is unusual for the company. It is thought of being the most effective method of motivating 

human resources. Human resources that experience this degree of commitment, are welcomed within the organization (Teh, 

Wong & Ngerang, 2011).Teachers' dedication is important in context to the knowledge and information. A Teacher 

commitment is critical for the bond among the teachers and the wards in the setting of education. Organization commitment 

is linked to children's achievement, according to Firestone & Pennell (1993), and Rosenholtz (1985). 

The research also found a significant positive link between Organisational commitment and Work-life Balance, but upon 

further examination using pearson's coefficient, no significant relation was exhibited between Teacher Effectiveness and 

WLB. Thus, hypothesis 2 was rejected. Lack of a significant correlation between these two characteristics was contrary to 



Journal of Informatics Education and Research 

ISSN: 1526-4726 

Vol 4 Issue 2 (2024) 

 

984 

http://jier.org 

most previous research. Work-family balance has been linked to OC and job satisfaction in several studies (Doherty and 

Manfredi 2006). Work-family balance and organisational commitment affect family happiness and effectiveness. 

Workplace stress lowers job satisfaction, organisational devotion, and work-life balance (Bragger et al., 2005). Work-life 

balance, organisational dedication, and work happiness all benefit. However, good work-life balance negatively impacts 

company departure (Noor, 2011). Employees prefer a workplace that balances work and life. Work-life policies enhance 

productivity and reduce attrition (Moore, 2007). Organisational initiatives that help employees manage work and home life 

improve employee engagement across the board (Kinnie et al.,2007) 

Conclusion 

In conclusion, the relationship between teachers' effectiveness and organizational commitment is integral to the overall 

success of educational institutions. When teachers are committed to their organization, they are more likely to demonstrate 

effective teaching practices, foster positive learning environments, and contribute to student achievement. Conversely, 

ineffective teaching can hinder organizational goals and negatively impact student outcomes. Therefore, fostering a culture 

of organizational commitment among teachers through supportive leadership, professional development opportunities, and 

recognition of their contributions is essential for enhancing both teacher effectiveness and organizational success in the 

field of education. Additionally, When employees feel supported in achieving a healthy balance between their professional 

responsibilities and personal lives, they are more likely to demonstrate higher levels of commitment to their organization. 

This commitment manifests in increased productivity, job satisfaction, and overall organizational success. Conversely, 

neglecting work-life balance can lead to burnout, decreased morale, and higher turnover rates, ultimately undermining 

organizational objectives. Therefore, prioritizing initiatives that promote work-life balance, such as flexible scheduling, 

wellness programs, and supportive managerial practices, is not only beneficial for employees' quality of life but also 

essential for cultivating a culture of commitment and excellence within the organization. 

References 

1. Abosede, G., A., (2014). Making Modern Girls: A History of Girlhood, Labor, and Social Development in 

Colonial Lagos, New African Histories. Gender and History (29)2 pp. x + 301. ISBN 978-0-8214-2115-1. 

2. Abirami, V. (2012). Levels of stress among college teachers with reference to Coimbatore district. Journal of arts, 

science & commerce, 3(4). 

3. Amandeep & Gurpreet (2005). A study of teacher effectiveness in relation to teaching competency. Recent 

Researches in Education and Psychology, 71(6), 137-140. 

4. American Psychological Association. (n.d.). APA Dictionary of Psychology. APA Dictionary of Psychology. 

Retrieved August 14, 2022, from https://dictionary.apa.org/perfectionism 

5. American Psychological Association. (n.d.-b). APA Dictionary of Psychology. APA Dictionary of Psychology. 

Retrieved August 15, 2022, from https://dictionary.apa.org/work-life-balance 

6. Andrew, L., (2007). Teacher pay and teacher aptitude. Economics of Education Review; Volume 31, Issue 3, Pages 

41-53 

7. Arjunan, M., & Balamurugan, M. (2013). Professional commitment of teachers working in tribal area schools. 

International Journal of Current Research and Development, 2(1), 65-74. 

8. Ayele, D.  (2014). Teachers’ job satisfaction and commitment in general secondary schools of Hadiya zone  in 

southern nation nationality and people of regional state, Thesis Presented to the Jimma University, Ethiopia. 

9. Ayik, A., & Akdemir, O. A. (2014). An analysis of the relationship between high school teachers’ organizational 

commitment levels and perceptions of school culture. Mevlana International Journal of Education, 4(3), 69–82. 

https://www.researchgate.net/publication/270898845_An_analysis_of_the_relationship_between_high_school_t

eachers%27_organizational_commitment_levels_and_perceptions_of_school_culture 

10. Balci, R., & Aghazadeh, F. (2003). The effect of work-rest schedules and type of task on the discomfort and 

performance of VDT users. Ergonomics, 46(5), 455-465. 

11. Bragger, J., Rodriguez-Srednicki, O.,Kutcher, E., Indovino, L., & Rosner, E.(2005). Work Family Conflict, Work-

Family Culture, And Organizational Citizenship Behavior Among. Journal Of Business And Psychology , 20 (2), 

303-324. 

12. Chan, W. Y., Lau, S., Lim, S., & Hogan,. (2008).Organizational and personal predictors of teacher commitment: 

The mediating role of teacher efficacy and identification with school. American Educational Research 

Journal,45(3), 597-630. 

13. Crocker, J. (2001). Self-esteem in Adulthood. International Encyclopedia of the Social & Behavioral Sciences, 

13822–13826. https://doi.org/10.1016/b0-08-043076-7/01724-1 

14. Doherty, L., & Manfredi, S. (2006). ActionResearch To Develop Work-Life Balance InA Uk University. Women 

In Management Review , 21 (3), 241-59. 

https://dictionary.apa.org/perfectionism
https://doi.org/10.1016/b0-08-043076-7/01724-1


Journal of Informatics Education and Research 

ISSN: 1526-4726 

Vol 4 Issue 2 (2024) 

 

985 

http://jier.org 

15. Firestone, W. A., & Pennell, J. R. (1993). Teacher commitment, working conditions and differential incentive 

policies. Review of Educational Research, 63, 489-525. 

16. Firestone, W.A. and Rosenblum, S. (1988), “Building commitment in urban high schools”, Educational 

Evaluation and Policy Analysis, Vol. 10, pp. 285-89. 

17. Hamid, S. F., Nordin, N., Adnan, A. A., & Sirun, N. (2013). A study on primary school teachers’ organizational 

commitment and psychological empowerment in the district of klang. Procedia-Social and Behavioral Sciences, 

90, 782-787. 

18. Heck, R. H. (2009). Teacher effectiveness and student achievement: Investigating a multilevel cross‐classified 

model. Journal of Educational Administration. 

19. Ibrahim, M., & Iqbal, M. (2015). Teachers’ perceptions of professional commitment (affective, continuance and 

normative commitment) to teaching profession. European Journal of Business and Management, 7(10), 64-80. 

20. Ismail, A. and Razak, M.R.A. (2016), “Effect of job satisfaction on organizational commitment”, Management 

and Marketing, Vol. XIV No. 1, pp. 25-40. 

21. Jafarey, S., & Maiti, D. (2015). Glass slippers and glass ceilings: An analysis of marital anticipation and female 

education. Journal of Development Economics, 115, 45-61. 

22. Joolideh, F., & Yeshodhara, K. (2009). Organizational commitment among high school teachers of India and Iran. 

Journal of Educational Administration. 

23. Kane, T. J., & Staiger, D. O. (2008). Estimating teacher impacts on student achievement: An experimental 

evaluation (No. w14607). National Bureau of Economic Research. 

24. Karadağ, E., Baloğlu, N., & Çakir, A. (2011). A Path Analysis Study of School Culture and Teachers’ 

Organisational Commitment. Policy Futures in Education, 9(5), 573–584. 

https://doi.org/10.2304/pfie.2011.9.5.573 

25. Kinnie, N., Hutchinson, S., Purcell, J. R., & Swart, J. (2007). Satisfaction With Hr Practices And Commitment 

To The Organisation: Why One Size Does Not Fit All. Human Resource Management Journal ,15 (4), 9-29. 

26. Kumar, R., Kaur, G., & Dhillon, A. (2015). Organizational role stress and job satisfaction among nurses. Journal 

of Mental Health and Human Behaviour, 20(2), 71. https://doi.org/10.4103/0971-8990.174597 

27. Locke, E. A. (1969). What is job satisfaction? Organizational Behavior and Human Performance, 4(4), 309–336. 

https://doi.org/10.1016/0030-5073(69)90013-0 

28. Maheshwari, A. (2002). Professional commitment of secondary school teachers. Unpublished doctoral thesis). 

Meerut: CCS University. 

29. J. K. S. Al-Safi, A. Bansal, M. Aarif, M. S. Z. Almahairah, G. Manoharan and F. J. Alotoum, "Assessment Based 

On IoT For Efficient Information Surveillance Regarding Harmful Strikes Upon Financial Collection," 2023 

International Conference on Computer Communication and Informatics (ICCCI), Coimbatore, India, 2023, pp. 1-

5, doi: 10.1109/ICCCI56745.2023.10128500. 

30. Tidake, Vishal & Mazumdar, Nilanjan & Kumar, A. & Rao, B. & Fatma, Dr Gulnaz & Raj, I.. (2023). Sentiment 

Analysis of Movie Review using Hybrid Optimization with Convolutional Neural Network in English Language. 

1668-1673. 10.1109/ICAIS56108.2023.10073750.  

31. M. A. Tripathi, R. Tripathi, F. Effendy, G. Manoharan, M. John Paul and M. Aarif, "An In-Depth Analysis of the 

Role That ML and Big Data Play in Driving Digital Marketing’s Paradigm Shift," 2023 International Conference 

on Computer Communication and Informatics (ICCCI), Coimbatore, India, 2023, pp. 1-6, doi: 

10.1109/ICCCI56745.2023.10128357. 

32. M. Lourens, A. Tamizhselvi, B. Goswami, J. Alanya-Beltran, M. Aarif and D. Gangodkar, "Database 

Management Difficulties in the Internet of Things," 2022 5th International Conference on Contemporary 

Computing and Informatics (IC3I), Uttar Pradesh, India, 2022, pp. 322-326, doi: 

10.1109/IC3I56241.2022.10072614. 

33. Abd Algani, Y. M., Caro, O. J. M., Bravo, L. M. R., Kaur, C., Al Ansari, M. S., & Bala, B. K. (2023). Leaf disease 

identification and classification using optimized deep learning. Measurement: Sensors, 25, 100643. 

34. Ratna, K. S., Daniel, C., Ram, A., Yadav, B. S. K., & Hemalatha, G. (2021). Analytical investigation of MR 

damper for vibration control: a review. Journal of Applied Engineering Sciences, 11(1), 49-52. 

35. Abd Algani, Y. M., Ritonga, M., Kiran Bala, B., Al Ansari, M. S., Badr, M., & Taloba, A. I. (2022). Machine 

learning in health condition check-up: An approach using Breiman’s random forest algorithm. Measurement: 

Sensors, 23, 100406. https://doi.org/10.1016/j.measen.2022.100406  

36. Mourad, H. M., Kaur, D., & Aarif, M. (2020). Challenges Faced by Big Data and Its Orientation in the Field of 

Business Marketing. International Journal of Mechanical and Production Engineering Research and 

Development (IJMPERD), 10(3), 8091-8102. 

37. Aarif, Mohd, and Ali Alalmai. "Importance of Effective Business Communication for promoting and developing 

Hospitality Industry in Saudi Arabia." A case study of Gizan (Jazan) (2019). 

38. Malik, M. E., Nawab, S., Naeem, B., & Danish, R. Q. (2010). Job satisfaction and organizational commitment of 

university teachers in public sector of Pakistan. International journal of business and management, 5(6), 17. 

https://doi.org/10.4103/0971-8990.174597
https://doi.org/10.1016/j.measen.2022.100406


Journal of Informatics Education and Research 

ISSN: 1526-4726 

Vol 4 Issue 2 (2024) 

 

986 

http://jier.org 

39. Meyer, J. P., & Allen, N. J. (1990). The measurement and antecedents of affective, continuance and normative 

commitment to the organization. Journal of Occupational Psychology, 63, 1-18. 

40. Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of organizational commitment. Human 

Resource Management Review, 1(1), 61–89. https://doi.org/10.1016/1053-4822(91)90011-z 

41. Meyer, J. P., & Allen, N. J. (1997). Commitment in the workplace: theory, research, and application. Thousand 

Oaks, CA: Sage Publications. Meyer, J., Allen, N., & Smith, C. (1993). Commitment to organizations and 

occupations: Extension and test of a three-component conceptualization. Journal of Applied Psychology, 78, 538-

551. 

42. Meyer, J.P. and Allen, N.J. (1997), Commitment in the workplace: Theory, research and application, Sage 

Publication, Thousands Oaks, CA. 

43. Meyer, J.P., Allen, N.J. and Smith, C.A. (1993), “Commitment to organization and occupations: extension and 

test of a three-component conceptualization”, Journal of Applied Psychology, Vol. 78, pp. 538-51. 

44. Moore, F. (2007). Work-Life Balance:Contrasting Managers And Workers In AnMnc. Employee Relations , 29 

(4), 385-99. 

45. Mosadeghrad, A.M., Ferlie, E. and Duska, R. (2008), “A study of the relationship between job satisfaction, 

organizational commitment, and turnover intention among hospital employees”, Health Services Management 

Research, Vol. 21, pp. 211-25 

46. Noor, K.M. (2011) Work-Life Balance and Intention to Leave among Academics in Malaysian Public Higher 

Education Institutions. International Journal of Business and Social Science, 2, 240-248. 

47. Parthiban, V. (2008). Comparative Analysis of Dimensions of Teacher Commitment. Ushus Journal of Business 

Management, 7(2), 1-12. 

48. Priya, J. J. (2017). An investigation on balance between professional and personal work of women teachers. i-

manager’s Journal on Educational Psychology, Vol. 10lNo. 3 

49. Raman, A., Ling, C. C., & Khalid, R. (2015). Relationship between school climate and teachers’ commitment in 

an excellent school of Kubang Pasu District, Kedah, Malaysia. Mediterranean journal of social sciences, 6(3 S1), 

163-163. 

50. Rosenholtz, S. (1985). Effective schools: Interpreting the evidence. American Journal of Education, 93, 352-

387. 

51. Rosner, E., Lisa Indovino, Jennifer DeNicolis Bragger, Ofelia Rodriguez-Srednicki, and Eugene J. Kutcher, 

(2005). “Work-family Conflict, Work-family Culture, and Organizational Citizenship Behavior among 

Teachers”. Journal of Business and Psychology, Vol. 20, No. 2, pp. 303-324 

52. Shamina, H. (2014). Impact of job satisfaction on professional commitment in higher education. Galaxy 

International Interdisciplinary Research Journal, 2(2), 1-11. 

53. Sharma, R. R. (2008). Emotional intelligence from 17th century to 21st century: Perspectives and directions for 

future research. Vision, 12(1), 59-66. 

54. Shukla, S. (2009). Teaching competency, professional commitment and job satisfaction. Retrieved from 

http//www. iiusioninstabogs. com. 

55. Sikand, D., & Kauts, A. (2016). Relationship of teacher effectiveness, teacher stress and teacher commitment with 

different dimensions of creative management. Scholarly Research Journal for Humanity Science & English 

Language, 7107-7122. 

56. Teh, T.L., Wong, K.L., & Ngerang, M.H. (2011). School principal leadership styles and teachers organizational 

commitment. A research agenda. 2nd International Conference on Business and Economic Research (2nd ICBER) 

Proceeding.165-172. 

57. Vijyalakshmi, G., & Mythill, B. (2004). Impact of some personal and professional variables on the teacher 

effectiveness and work orientation. Recent Researches in Education and Psychology, 9(1), 15-21. 

58. Werang,B.R.,Betaubun,M.and  Pure,  E.A.G.  (2015),  “Factors  influencing  teachers’  organizational 

commitment  (Case  study  on  primary  school  teachers  in  remote  area  of  Merauke  Regency,  Papua, 

Indonesia)”, Journal of Educational Policy and Entrepreneurial Research, Vol. 2 No. 10, pp. 122-30. 


