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Abstract

The aim of this research was to find out “Job commitment of BPS and TTS teachers in universities of
Malakand division”. The main objectives of the research study were to explore the job commitment
of both the BPS and TTS teachers, to compare the job commitment of both the BPS and TTS teachers,
This research was delimited to the public sector universities of Malakand division. The research design
of the study was survey and causal comparative, as data were collected from both BPS and TTS
university teachers through Job Commitment Scale (JSC) and comparison was done because job
commitment had two grouping variables BPS and TTS. there were 71 statements and the minimum
score was 1 for strongly disagree (SDA) statement while maximum value was 5 for strongly agree
(SA) as it was constructed, therefore the maximum and minimum values for all statement were added
and were divided by two (2) which was 213 (median of the scale). The population of the study were
257 university teachers, including Assistant Professors, Associate Professors, and Professors from
public sector universities in the Malakand Division. The sample size was 155 teachers and 124
questionnaires were returned because of the busy schedule of the teacher’s .Response rate was 80 %.
After validation the final scale was composed of 71 items. For reliability purpose Cronbach’s Alpha
was foud 0.85 which was acceptable. The data was analyzed by descriptive as well as inferential
statistics through SPSS. The main results of the study were; the level of job commitment of both BPS
and TTS university teachers on (JCS) was high, comparatively the job commitment of BPS university
teachers was higher than TTS university teachers The main recommendation of the study was,
Universities of Pakistan should take the recruitment of all teachers on BPS basis, and should give job
security to TTS teachers.
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Introduction

Education serves as the fundamental support system for the societal, political, economic, and cultural
aspects of a nation or state. Education is a multidimensional procedure that equally influences every
aspect of human life. The primary role of educational institutions is to prepare and instruct individuals
in physical, mental, spiritual, psychological, and social aspects (Momot, 2021). According to
(Crossman, & Harris 2006) job commitment is exceedingly important for individuals and
organizations. For most people, their job is one of their main sources of income, and their level of
commitment to it directly affects how productive and efficient their work is. One way to define
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organizational commitment is through long-term goal achievement and staff discipline (Kurniasariet
et al., 2018; Rahmatullahet et al., 2022).

Higher level faculty members can choose between the Tenure Track System (TTS) and the Basic Pay
Scale (BPS) as their service structure. Both of these service structures are designed for the stability
and better service delivery of faculty members; however, both these systems operate in different ways
and each one has certain advantages and drawbacks (Gul, et al., 2023).

Levin and Shaker, (2011) conducted a study that the Basic Pay System (BPS) is heavily dependent on
teaching job and responsibilities.

It deeply deals with a meagre respect and limited perks and privileges in the official work. On the
contrary, Tenure Track System is deeply concerned about teaching, effective service and research
productivity. While Basic Pay System teachers are solely concerned about teaching while they have ,
low salaries and compensation, and have far little reverence if compared with Tenure Track System
(TTS) teachers (Kezar, & Sam, 2010).

Educational institutes and organizations depend directly on the motivation and commitment of faculty
members and ensuring quality education in higher education institutions (HEIS) is a difficult challenge
for education managers (Bibi et al., 2024).

Statement of the Problem

Institutions of higher learning are essential to a country's future development. Faculty members'
commitment to their jobs is essential for both people and organizations. Productivity and efficiency
depend heavily on how committed and attached faculty members are to their positions and
organizations. Pakistani universities employ two methods for appointing faculty members: the Tenure
Track System (TTS) and the Basic Pay Scale (BPS).

Although each system has its own design, advantages, and disadvantages, little is known about how
each affects university Teachers' Commitment to their jobs. Numerous studies on the morale, job
commitment, and job satisfaction of intermediate and university level teachers have been carried out
in Pakistan and around the world (Rauf, 2012); Research of Ahmad, (2024) is on Comparison of job
commitment of BPS and TTS University Teachers at the Universities of Malakand Division, this
variable has not been studied in Rauf (2012).So not only the nature of study is different in this research
but also the population and variables are different However, the employment Commitment of
university instructors at BPS and TTS has not been examined in these studies. The purpose of this
study is to make clear the differences in the level of job commitment and compare it between BPS
and TTS Teachers in the universities located in the Malakand division.

Objectives

The objectives of the study are:

1. To find out the job commitment of both the BPS and TTS teachers.
2. To compare the job commitment of both the BPS and TTS teachers.

Hypotheses

The hypothesis of the study were:

H 1; The level of job commitment of BPS and TTS university teachers is higher on Job Commitment
scale (JCS).

Ho 2; There is no mean significant difference between the job commitment of BPS and TTS university
teachers on Job Commitment scale (JCS).

Significance of the Study

The comparative study of job commitment between BPS and TTS faculty members in universities of
KPK is of crucial significance for multiple reasons. Faculty members play a crucial role in molding
the academic and research landscape of a nation. However, there are two systems of faculty
employment at university level in KPK. The findings of the study will significantly influence the
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higher education formulation and decision-making processes. The recommendations of the study help
all the stake holders, the policymakers, university administrators and education managers to formulate
policies in the best interests of the university teachers and students. Furthermore, this study was more
productive for educators and analysts in the field of higher education.

This study explained that which service structure maximizes the job commitment of university
teachers.

The research clarified that job commitment of BPS University teachers were comparatively high than
TTS teachers so all the stake holders should recruit all university teachers on BPS basis so that the
teachers may have high job commitment.

Delimitation of the Study

The study was delimitated to four public sector universities of Malakand division, Khyber
Pakhtunkhwa (KPK). The data for the study were obtained only through questionnaire. The data was
delimited to job commitment among university teachers including assistant professors, associate
professors, and professors working under TTS and BPS at public sector universities of Malakand
division, KPK.

Research Methodology
The methodology and processes used to carry out this investigation are described in this section.

Design of the Study

The researcher investigated and compared the job commitment of BPS and TTS university
teachers.Survey research design and causal comparative designs were used as data were collected from
both BPS and TTS university teachers through Job Commitment Scale (JSC) and comparison was
done because job commitment had two grouping variables BPS and TTS.

Population of the Study
Two hundred fifty-seven university teachers, including assistant professors, associate professors, and
professors from public universities in the Malakand Division, made the study's population.

Sample

The population table by Krejcie & Morgan, (1970) states that if there are 260 subjects in the
population, the sample size should be 155. Only 124 teachers returned the questionnaires out of 155
samples. The teacher’s main excuse for not filling out the questionnaires was that they were too busy.
The response rate was 80% which was acceptable for survey. Simple random sampling was employed
in this investigation.

Table 1: Sample of the Study

Sample

TTS BPS
52 72
Total =124

Instrumentation and scale development process

After a thorough review of related literature, previous scales and consultations with various university
teachers (BPS and TTS), the Job Commitment scale (JCS) was developed.

Validity of the Scale: There are two methods of scale validation that are qualitatively and
quantitatively. In qualitative validation the instrument is validated by subject matter experts, while in
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quantitative validation the scale is validated by factor analysis. For factor analysis large sample was
required which was very difficult for the researcher to collect due to shortage of time and resources as
there were 101 statements initially and according to the need of factor analysis it needed at least 500
sample from other universities which was almost impossible for the researcher due to resources, time
and busy schedules of university teachers. Therefore, no factor was made in the scale. Therefore the
scale was only validated qualitatively by two subject matter experts.

Initially the scale was composed of 101 items, it was validated by two subject matter experts. After
validation they suggested that many of the items were irrelevant and some were ambiguous therefore
there suggestions were incorporated in the scale and the final scale was composed of 71 items.

To make the scale more valid and understandable the items were translated into Urdu language by two
experts, one was Master of Arts (M.A) English and one was Master of Arts (M.A) Urdu/

Job commitment scale (JCS) was developed to measure the job commitment of university teachers. It
was a five-point Likert scale having options (strongly disagree SDA, disagree DA, undecided UD,
Agree, AG, Strongly Agree SA). A value of 5 was assign to strongly agree, 4 was to Agree, 3 was to
undecided, 2 was to disagree, 1 was to strongly disagree. The negative statements were eleven (11)
the values of which were recoded in analysis.

Pilot testing and Reliability: A pilot study was conducted on a sample of thirty-five Teachers of
University of Peshawar (BPS and TTS) In pilot testing, no ambiguity was found in the scale. For
reliability purpose Cronbach's alpha was found; by using SPSS (statistical package for social sciences)
and the value of Cronbach's alpha was 0.85 which was acceptable.

Data Collection
The questionnaires were administered to 155 BPS and TTS teachers in order to collect data by simple
random sampling. Only 124 Teachers returned the questionnaires out of 155 samples.

Ethical Consideration

Before distributing the questionnaire, the respondents' consent was obtained as part of the research's
ethical considerations. When the researcher visited all four universities and subjects, the researcher
requested the teachers to complete the questionnaire. They were informed of the study's objectives and
given the assurance that no other party would obtain the data they provided without their consent.
Some of the subjects filled the questionnaires on the spot while some said to fill it when they found
time. However 31 subjects excused to find no time for filling the questionnaire and returned to the
researcher.

Data Analysis
Both descriptive and inferential statistics were applied to the data analysis process

Data Analysis

The criteria for labelling the level of job commitment on both BPS and TTS university teachers was
taken as median of the scale. The minimum value of the scale was 71 while the maximum value was
355 and its median was 213. Two hundred and thirteen was taken as cut point for labelling high job
commitment, low job commitment and moderate job commitment. The score above 213 was taken as
high job commitment while the score taken below 213 was taken as low job commitment while the
score 213 was taken as moderate job commitment.

Table 2: Level of Job Commitment of BPS and TTS University Teachers
H 1: The level of job commitment of BPS and TTS university teachers is higher on (JCS).

Level of job commitment Frequency
High job commitment 124
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Moderate job commitment 0

Low job commitment 0

Table 2 Shows that the level of job commitment of both BPS and TTS university teachers on (JCS)
was high. The frequency of high job commitment was (124). No moderate job commitment and low
job commitment were found. So the directional hypothesis was accepted. The reason may be university
job is a prestigious job and in Pakistan most teachers want to acquire this position.

Table 3: Comparison of Mean Difference of Job Commitment of BPS and TTS University
Teachers

Ho 2: There is no mean significant difference between the job commitment of BPS and TTS university
teachers on (JCS).

Nature of N Mean df T SD Sig
the job
TTS 52 2.98 14.11
BPS 72 3.08 122 -3.405 16.03 0.001
Total 124

P <0.05

Table 4.10 show that level of significance (0.001) is lower than 0.05 so the null hypothesis with BPS
mean (3.08) TTS (2.08) df = 122, t -3.405 was rejected, and there is mean significant difference
between job commitment level of BPS and TTS university teachers on JCS, so null hypothesis was
rejected. Therefore, it clarifies that job commitment of BPS university teachers was higher than TTS
university teachers. BPS university teachers had more attachment, dedication and loyalty with
universities and their jobs than TTS teachers.

Findings

1. The level of job commitment of both BPS and TTS University teachers on (JCS) was high. The
frequency of high job commitment was 124 (100%). No moderate job commitment and low job
commitment were found (0%).

2. Level of significance was lower than 0.05 so the null hypothesis with BPS mean (3.08) TTS (2.08)
df =122, t -3.405 was rejected, and there was mean significant difference between job commitment
level of BPS and TTS university teachers. It clarifies that job commitment of BPS university
teachers was higher than TTS university teachers.

Conclusions

The main conclusions of the study were

1. The level of job commitment of both BPS and TTS university teachers was high. There was no
teacher whose job commitment level was low or moderate. The reason may be university teachers’
job whether it is BPS or TTS is considered as very prestigious job and no body want to quit the
job.

2. Comparatively the job commitment of BPS teachers were high than the job commitment of TTS
teachers.

Discussions

Employees to stay in institutions and enhance the high-quality services they offer, job commitment is
important because institutions need highly committed employees (Putri et al., 2023). Another study
(Scott & Taylor, 1985) also claims job commitment of BPS (Basic Pay Scale) and TTS (Tenure Track
System) teachers have different roles and job expectations and therefore has different job commitment.
The first objective of the study was to explore the job commitment level of both the BPS and TTS
faculty members.  This study was conducted on comparing job commitment between these two
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streams in universities of Malakand division, KP. This study revealed that the job commitment level
of both BPS and TTS university teachers in the universities of Malakand Division KP was higher.
When employees are satisfied, they tend to exhibit greater productivity, dedication, and the
delivery of superior results for the institution (Soehaditama et al., 2024)The reason may be
University job whether it is BPS or TTS teachers is prestigious job and nobody wants to leave this job.
The second objective was to compare job commitment of BPS and TTS university faculty at Malakand
Division. The findings showed that the job commitment of BPS university teachers was comparatively
higher than TTS University teachers which confirms the results of Siagian et al. (2023), internal
motivation can improve employee engagement, which in turn improves performance. For example, a
teacher that is intrinsically driven to teach well will try to come up with creative teaching strategies.
While TTS faculty is extrinsically motivated by incentives. This may be the reason why TTS faculty
show less job commitment than BPS faculty. .This study is also in accordance with the study that.
Employee commitment is also impacted by work stress. Workers feel content and loyal to the
institution when they are happy with their work-related stress, work environment, pay, or rules (Gazi
et al., 2024) as TTS faculty demand more work and research as their job demand, thus facing more
stress. This study is also in accordance with the studies of (Uddin, 2021; Thompson2012) who assert
BPS teachers, work on standardized pay scale and getting annual increment, represent commitment
due to constancy in these two variables. While, TTS teachers, would have to show performance
especially in research, may prove commitment by self-sufficiency, credit, and research achievement
which confirms that TTS teachers face more stress which ultimately affect their job commitment
negatively. Similarly this result is also confirmed by the study of (Sharma & Jyoti 2020) who claim
job commitment as having dual functions: it serves as a means of income and as a significant aspect
of one's life. A person's job not only occupies a central role in their daily life but also serves as a
marker of social status within society. Job commitment is strongly correlated with length of service.
As there is less security to TTS faculty in terms of length of service therefore, the job commitment of
BPS is higher than TTS faculty.

The findings of this study contradict with other studies like Swailes, and Biggs (2006) clarify
relationships, dedication, and contentment between permanent and contract based employees. For
instance, younger teachers in Tenure Track system (TTS) roles may exhibit different levels of
commitment compared to their tenured counterparts in Basic Pay Scale (BPS) In contrast, TTS
teachers, typically on performance-based contracts with higher mobility and research expectations,
may prioritize autonomy, academic freedom, and recognition in their commitment to their roles. It is
important for university teachers who shows commitment influenced their quality of teaching and job
devotion. So, Job commitment not only represent enthusiasm to tasks but also emotive venture in the
organization. Beri, (2016) also claim that older teachers who have more experience show more job
commitment than less experienced TTS teachers.

Recommendations

1. Universities may implement only one system Basic pay scale (BPS) because BPS Universities
teachers had comparatively high job committed than TTS teachers.

2. Universities may give same valves to teaching and research because BPS teachers were more
focused to teaching while TTS teachers were more focused to research.

3. Universities should provide incentives, benefits and job security to both cadre BPS and TTS so
that both got high job commitment equally.

4. More research is needed on job commitment in other provinces of Pakistan having more sample
and population.
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