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ABSTRACT 
	
This research explores the connection between training, professional development, and organizational commitment within faculties of private universities in Bangladesh, using Social Exchange Theory (SET) as the guiding framework. The study specifically examines how institutional support for faculty development influences three key dimensions of commitment: affective, continuance, and normative by using SET which is not done previously. Data were gathered through a structured questionnaire administered to 284 academic staff members from nine private universities in Dhaka. The responses were analyzed using SPSS and Smart PLS 4.0 software. Reliability and validity checks indicated strong internal consistency, with Cronbach’s alpha ranging from 0.710 to 0.817, composite reliability between 0.785 and 0.878, and average variance extracted (AVE) values from 0.550 to 0.652. Results from the structural model revealed that training and development had a significant and positive impact on affective commitment, continuance commitment and normative. These outcomes suggest that when institutions actively invest in faculty development, employees respond with increased emotional engagement, a stronger sense of loyalty, and reduced intentions to leave, reflecting the reciprocal nature of SET. From a practical perspective, the findings emphasize the importance for educational policymakers and university administrators to view faculty development not just as a cost, but as a long-term strategic investment. On a theoretical level, the study expands the scope of Social Exchange Theory by demonstrating that professional development serves both practical and symbolic roles in fostering commitment, improving teaching quality, and ensuring institutional sustainability. 
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1. INTRODUCTION
In the dynamic landscape of higher education, human capital plays a pivotal role in determining institutional performance and competitiveness. Private universities in Bangladesh face increasing pressures to attract, retain, and develop qualified faculty and staff to maintain academic excellence and organizational sustainability. Among the various human resource practices, training and development have emerged as key mechanisms for enhancing employee competencies, motivation, and long-term engagement. To meet the current job demand, organization should provide training session for the employees, on the other hand development initiatives prepare them for future roles (Aguinis & Kraiger, 2009; Armstrong, 2020). The critical dimension of an organizational success is employee commitment. According to Meyer & Allen (1991), Employee commitment contains affective, continuance, and normative dimensions committed employees are mostly engaged to show in discretionary behaviors, contribute to knowledge sharing, and remain loyal to their institutions, thereby organization can reduce turnover and improve institutional performance (Cesario & Chambel, 2017). In 2025 a study by Wu, Li, & Zhang, emphasized that training initiatives aimed at innovation and career growth strengthened normative commitment by enhancing employees’ perception of long-term organizational investment. Besides, Top of FormBottom of Form Muleya, Ngirande, & Terera, (2022) found that relevant and well-structured training significantly enhances normative commitment among university faculty in Pakistan by fostering a stronger sense of obligation to their institution. Normative commitment among the Bangladeshi private universities increased when faculty perceived fairness, including pay equity and opportunity of career development. Additionally, Hosen, et al., (2023) described that training and career development programs boost all three commitment components by signaling organizational support, motivating employees to reciprocate with greater loyalty and engagement. Internal branding practices, which include training and development, significantly strengthen normative commitment in higher education institutions in Pakistan. These findings align with SET’s core idea that employees reciprocate organizational investments with positive commitment and workplace behaviors. As private universities in Bangladesh seek sustainable competitive advantage, investing strategically in training and development emerges as a vital approach to cultivating a committed and motivated workforce.
Social Exchange Theory (SET) provides a strong framework to understand the reciprocal relationship towards the organizational investment in employees and employees’ commitment to the organization. According to SET, when employee perceives that their growth and well-being are being valued by their organization, they feel obligated to reciprocate through positive attitudes and behaviors, including enhanced commitment (Eisenberger et al., 1986). Previously most of the researchers focused on training, development and employee commitment separately, or in corporate areas, overlooking the challenges and cultural difficulties of private universities in Bangladesh, specifically aligning the framework of SET. Identifying this gap, the main objectives of this study is to investigate the impact of training and professional development on employee commitment (affective, continuance and normative commitment) through the lens of Social Exchange Theory. 
2. LITERATURE REVIEW
2.1. Training and Development
In the field of Human Resource Management, the most crucial element, which offers the benefits for both individuals and organizations, is investment in training and development. According to Leger & Sirichand (2015), training enhances the skills including analysis, synthesis and ultimately increasing the outcome of the organization. Beside this, effective training strengthens team dynamics and organizational success at every level within an organization (McCarty & Skibniewski, 2015). To achieve a positive competitive environment, stimulate innovation, and increase the performance, organization need to invest towards the training and development programs for the employees (Beydoun & Saleh, 2023). 
In a 2009 study, Aguinis and Kraiger highlighted the widespread benefits of training and development, extending from individual employees to organization at large. At personal level, training helped individuals become more innovative, adaptable, and effective in their roles. For organizations, these programs directed to lower employee turnover, higher productivity, and better overall financial performance. 
2.1.1. Training
Training is typically defined as a planned effort provided to employees by an organization for facilitating their expertise in job-related KSBs (Knowledge, Skills, and Behaviors) (Noe, 2017). It is focused on current tasks and immediate performance improvements. According to Goldstein and Ford (2002), training involves enhancing skills, aimed at improving performance for doing current role efficiently. Dessler (2020) also highlights that training is task-oriented and short-term in nature, aims to reduce the gap between current employee capabilities and the demands for the job. Multiple studies affirm that effective training improves employee knowledge, skills, and abilities (KSAs), leading to improved job performance (Aguinis & Kraiger, 2009). Moreover, Training can help to reduce error, increase efficiency, and improve customer satisfaction both service and academic sectors. Employees who perceive training as a form of organizational investment often feel more motivated and valued. According to Rowden and Conine (2005), training enhances job satisfaction by aligning employee expectations with organizational goals. This perceived value encourages greater engagement. Beside these, training act as adaptive and continuous process that prepare employees for both current and evolving job requirements. (Salas et al., 2020; Noe, Clarke, & Klein, 2023).
2.1.2 Development
In contrast, development refers to activities that prepare individuals for future roles and responsibilities, enhancing their potential for long-term career growth (Armstrong, 2020). It is broader in scope and may not be directly linked to an individual’s current job but rather supports overall personal and professional growth. As per Gilley and Eggland (2002), development emphasizes on improving individuals ability to manage crucial responsibilities in future.. Together, training and development form a comprehensive strategy for enhancing individual and organizational effectiveness. Moreover, to meet the evolving job demand, development can play a crucial role. Development remains employable in dynamic, changing environments of business (Obazuaye, 2024; Yoon, Chae & Feng, 2025).
2.2 Employee Commitment
Commitment can be defined as a reciprocal agreement for doing something willingly towards another individual, group or even in an organization. Moreover, commitment is a kind of force that impasses individual towards a course of action (Kreitner, & Kinicki, 2007). Commitment is broadly recognized in the literature as a voluntary agreement of an individual with the other individual, group, or with an organization. It is the psychological force that binds an individual to a particular course of action relevant to one or more targets. This perspective emphasizes that commitment is not only behavioral but also multi-targeted activities by an individual who can simultaneously be committed towards job, family, organization, and career. Highly committed employees demonstrate enthusiasm, involvement, and a deep understanding of the organizational environment. They are even more likely to cooperate with the management and contribute actively towards the organizational success. For human resource professionals, distinguishing between engagement with one’s work and commitment to the organization is crucial, as both dimensions influence performance and overall effectiveness (Cesario & Chambel, 2017). Meyer and Allen's (1991) identified the Three Component Model (TCM) which categorized commitment into three types of dimensions, such as- affective commitment, continuance commitment, and normative commitment.  Affective commitment refers to the emotional attachment of an employee who feels committed toward their organization. When employees have high affective commitment, they stay with the organization because they want to stay with the organization, not because they have to stay (Mercurio, 2015). Continuance Commitment refers the awareness of an employee who posits the costs associated with leaving an organization. When employees they perceive the disadvantages of leaving the organization, it creates the high Continuance Commitment (Meyer and Allen,1991). Finally, Normative Commitment refers to the employee's sense of obligation to remain with the organization (Meyer and Allen,1991). Moreover, commitment can be shaped by psychological perceptions of an employee (Jehanzeb & Bashir, 2025).
2.3. Relationship of Training and Development programs on Affective Commitment
[bookmark: _Hlk209735059]To enhance employee commitment and improve overall workplace productivity, training and development play a crucial role. These programs not only help individuals strengthen their skills but also contribute to greater job satisfaction and a stronger sense of loyalty to the organization (Elagaili et al., 2024). Effective training program offers both short-term and long-term advantages by preparing employees to adapt to technological changes and organizational needs (Nda & Fard, 2013). Employees who hold positive views about training are often more committed to their organizations and tend to take greater involvement towards their work (Mathew & Zacharias, 2016). In addition, Bashir and Santhi (2021) found that offering training and career development opportunities can significantly boost affective commitment. Their research highlighted the importance of integrating HR practices like career planning and skills development to strengthen employees' emotional connection to their workplace. Furthermore, Hanif et al., (2024) disclosed that investment in training and development creates a positive sign towards the employee’s view. Employees tend to feel this as a sign of the company’s support for their well-being and ultimately impacts on employee’s affective commitment. Similarly, Jia-Jun, & Hua-Ming, (2022) argued that training and development increased affective commitment through perceived organizational support. Hence, this study proposes the 1st hypothesis as-
H1: Training and Development has a significant positive impact on affective commitment. 
2.4 Relationship of Training and Development programs on Continuance Commitment
[bookmark: _Hlk209735080]To optimize outcomes, organizations should implement tailored training initiatives that address specific employee needs while aligning with strategic objectives (Elagaili et al., 2024). Through strategic investment in training and development, companies can cultivate a more dedicated workforce and enhance overall organizational performance. Bartlett & Kang (2001) found that Normative commitment increased when employee perceived the advantages of getting training, training frequency, motivation, training benefits, and supervisory support. When employee satisfied, it increased continuance commitment, which in turn mediated a reduction in turnover intentions (Isom 2023). Similarly, Khan et al. (2021) investigated on public sector hospitals in Pakistan and found that all the three components of organizational commitment have been positively impacted by training and development programs. They emphasized on continuance commitment particularly, when nurses perceived that training programs met their professional development needs, their continuance commitment also increased. Therefore, the 2nd  hypothesis of this study would be-
H2: Training and Development has a significant positive impact on continuance commitment.
2.5 Relationship of Training and Development programs on Normative Commitment
[bookmark: _Hlk209735105]Ben Mansour, Naji, & Leclerc (2017) found that when employee apparent satisfaction with their training, they feel a stronger sense of obligation to stay at the organization. This sense of obligation, known as normative commitment, then motivates them to apply what they've learned in their jobs. Mokhtar et al., (2021) noted in Malaysia’s oil and gas industry that employee engagement, often facilitated by robust training systems, was positively associated with normative commitment. Similarly, Muleya, Ngirande, & Terera, (2022) found that faculty in university level perceived adequate and task related training significantly increased their normative commitment. Thus, the 3rd hypothesis would be-
H3: Training and Development has a significant positive impact on normative commitment.
2.6 Theoretical Foundation: Social Exchange Theory (SET)
[bookmark: _Hlk209735127]One of the most influential frameworks for understanding behavior and relationships in the workplace is Social Exchange Theory (SET). Introduced by Homans (1958) and later expanded by Blau (1964), SET centers on the idea that social interactions are built upon reciprocal exchanges. Individuals assess these exchanges by considering the balance of what they give and receive. At its heart, the theory suggests that when people experience positive treatment or receive valued resources, they feel a sense of obligation to respond in kind, leading to the development of mutual trust and lasting social bonds (Cropanzano & Mitchell, 2005). Blau (1964) distinguished social exchange from economic exchange by emphasizing that it involves unspecified obligations and the expectation of reciprocity over time. These exchanges rely on trust, respect, and long-term reciprocity (Emerson, 1976). Within organizations, when employees perceive fairness, recognition, or support from their employer, they often respond with increased job satisfaction, commitment, and voluntary efforts that go beyond their formal duties (Eisenberger et al., 1986). According to Shore et al. (2009), SET provides a valuable lens through which to view the employee–organization relationship, particularly as it relates to practices such as training, support, and fair treatment. Employees tend to interpret these actions as organizational investment in their well-being, which they reciprocate through loyalty, improved performance, and reduced intention to leave. Cropanzano and Mitchell (2005) also noted that these exchanges often involve intangible elements—like trust, respect, and psychological safety—which are essential for nurturing durable and meaningful workplace relationships. In the context of private universities in Bangladesh, training and development initiatives have become a vital tool for enhancing faculty capabilities. When institutions invest in the professional growth of their staff, employees often interpret this as a sign of genuine organizational concern (Joarder, Sharif, & Ahmmed, 2011). This aligns closely with the core ideas of SET, as such gestures from the employer are frequently met with heightened affective commitment, where employees feel emotionally connected to their institution, and normative commitment, where they feel a moral obligation to stay. Moreover, opportunities for career advancement contribute to continuance commitment by encouraging employees to evaluate the personal and professional benefits of remaining with the institution (Meyer & Allen, 1991; Alfes et al., 2013). Several recent studies also found that training and development increased the organizational commitment. Bashar et al., (2024) investigated the relationship of training and development with organizational commitment among private bank employees, and found positive results. Similarly, Hosen, et al., (2023) showed how training and development positively influence organizational commitment, which also mediates the work performance in the hospitality sector of Bangladesh. Rahman et al. (2023) particularly investigated at the higher education in Bangladesh and highlighted that Human Resources practices such as pay equity significantly influence affective, continuance, and normative commitment. These findings reflect SET’s central proposition that employees reciprocate organizational investment with higher commitment. 
2.7 Conceptual Framework
Here's the conceptual framework of this study illustrating the impact of Training & Professional Development programs on Employee Commitment, specifically focusing on Affective Commitment, Continuous Commitment and Normative Commitment
Training and Professional Development
Affective Commitment
Continuous Commitment
Normative Commitment
Social Exchange Theory
(Trust, Cost-Benefits, Sense of Obligation)


















Figure 1: Relationship of T&D with Organizational Commitment through SET

3. METHODOLOGY

For the purpose of this quantitative research, a structured closed end questionnaire was used to collect data from different private university teachers. There were 2 sections in the questionnaire. First section is about demographic information of the respondent containing 5 questions and the next section contains 19 items under 1 independent and 3dependent variables. Statements were adopted from Allen Meyers commitment questionnaire. Statements were ranked from strongly disagree (1) to strongly agree (5). Researchers used google form and hard copies for the convenience and high response rate.   Google forms were shared by using personal contact while hard copies were distributed to collect data as some respondents prefer to fill up in papers.  The questionnaire survey was intended to collect primary data intended to find out relationship between T&D and employee commitment. A total of 284 responses from the faculty members of Southeast University, Independent University Bangladesh, Sonargaon University, Green University of Bangladesh, German University Bangladesh, Prime Asia University, Notre Dame University Bangladesh, Northern University Bangladesh, and International Standard University as these universities were convenient to gather data. Participation of the respondents was completely voluntary and no monetary benefit was given to them. 

3.1 Data Analysis

Data has been examined by SPSS Statistical Analysis version 20 and SMART PLS 4.0. The SPSS has been utilized for the purpose of data input and descriptive analysis SPSS has been used and Smart PLS 4.0 was utilized to create and evaluate the model. 
Table 1: Survey Instrument 
	Constructs	
	Item Name
	Item Statement 

	Affective Commitment
	AC1
	After receiving perfect training from my university, I am emotionally attached to my university

	
	AC2
	I have a strong sense of belonging towards my university if I have got valuable Training & Development opportunities here

	
	AC3
	I would be happy to stay with this university if it helps me to develop my skills through T&D

	
	AC4
	I feel a family member of my university 

	
	AC5
	I could effortlessly accord to other university 

	
	AC6
	I have a strong sense of belonging to my university because of the improvement of my skills due to the training 

	Continuance Commitment
	CC1
	Being trained, it would be very tough for me to leave my existing university immediately, even if I get the opportunity 

	
	CC2
	I will be in trouble if I leave my university now

	
	CC3
	I have very limited options to join because of the scarcity of skill-based training  

	
	CC4
	It wouldn't be too expensive for me to quit my job instantly.

	
	CC5
	Resigning from my existing university lead to significant personal sacrifice 

	Normative Commitment
	NC1
	Due to having sufficient skill-based training, I have a compulsion to stay with my existing university 

	
	NC2
	I would feel bad if I quit my university instantly

	
	NC3
	I am indebted to my employer as have got the support 

	
	NC4
	I would not join another university though I have better opportunity 

	Training & Development
	T&D1
	I am pleased for valuable in my university

	
	T&D2
	The offered training programs have boosted my skills

	
	T&D3
	The training programs offered in my university are well designed to my professional objectives.

	
	T&D4
	The training programs have boosted my intention to stay with my university. 



4. RESULTS AND DISCUSSION 
4.1 Demographic Profile 
Table 2: Respondents’ Profile of the Survey 
	Demographics
	Categories
	Frequency
	Percentage

	University
	Southeast University
	104
	36.6

	
	Independent University Bangladesh
	24
	8.5

	
	Sonargaon University
	35
	12.3

	
	Green University of Bangladesh
	16
	5.6

	
	German University Bangladesh
	28
	9.9

	
	Notre Dame University Bangladesh
	21
	7.4

	
	Northern University Bangladesh
	19
	6.7

	
	Prime Asia University
	24
	8.5

	
	International Standard University
	13
	4.6

	
	Total
	284
	100

	
Gender 

	Male 
	156
	54.9

	
	Female 
	128
	45.1

	
	Total
	284
	100

	Age 
	Below 25
	5
	1.8

	
	25-35
	195
	68.7

	
	36-45
	76
	26.8

	
	6-55
	8
	2.8

	
	Total
	284
	100

	Designation 
	Lecturer 
	190
	66.9

	
	Senior lecturer 
	10
	3.5

	
	Assistant professor
	63
	22.2

	
	Associate professor 
	21
	7.4

	
	Total 
	284
	100

	Experience 
	1-3 years
	167
	58.8

	
	3-6 years
	43
	15.1

	
	7-10 years
	30
	14.1

	
	More than 10 years
	34
	12

	
	Total 
	284
	100

	No. of Training Received  
	0
	16
	5.6

	
	1-2
	155
	54.6

	
	3-4
	50
	17.6

	
	5+
	63
	22.2

	
	Total 
	284
	100

	School 
	Science
	22.5
	22.5

	
	Arts & Social Science
	71
	25.0

	
	Business
	149
	52.5

	
	Total 
	284
	100


Source: Output from Survey Results



4.2 Reliability and Convergent Validity Analysis 
The validity and reliability of the measurements items is determined by measurement model. According to Bagozzi and Yi (1988) and Hair et al. (2011),   the threshold for the Cronbach alpha and composite reliability co-efficient is 0.7. Table 3 depicts that Cronbach's alpha value ranges from 0.710 to 8.17 which are greater than 0.7. The values of Composite reliability have found from 0.785 to 0.878 for this model.  According to Hair et al. (2019), a construct has convergent validity when the Average Variance Extended (AVE) is 0.50 or more. The result illustrates that AVE ranges from 0.550 to 0.652. Hair et al. (2010) proposed that the outer loadings generally should be greater than 0.5 which is further modified as 0.708 (Hair et al., 2019). By following this rule the result to table 2 confirms that the construct is in good position as all items are in the range from 0.710 to 0.817. Due to poor loadings some items have been removed from the model. 

Table 3: Reliability and Convergent validity 
	Construct
	Item
	Loadings
	Cronbach’s Alpha
	Composite Reliability
	AVE

	Affective Commitment 
	AC1
	0.846
	0.791
	0.863
	0.614

	
	AC2
	0.669
	
	
	

	
	AC4
	0.740
	
	
	

	
	AC6
	0.863
	
	
	

	Continuance Commitment 
	CC1
	0.710
	0.710
	0.785
	0.550

	
	CC2
	0.825
	
	
	

	
	CC3
	0.682
	
	
	

	Normative Commitment 
	NC2
	0.774
	0.736
	0.848
	0.652

	
	NC3
	0.867
	
	
	

	
	NC4
	0.777
	
	
	

	Training & Development 
	T&D1
	0.820
	0.817
	0.878
	0.644

	
	T&D2
	0.835
	
	
	

	
	T&D3
	0.815
	
	
	

	
	T&D4
	0.737
	
	
	



4.3 Discriminant Validity of Constructs

By following the suggestions from Cheung & Lee (2010) a model has discriminant validity if there is low correlation between the measure of interest and the measures of other constructs. Diagonal values for each variable are high in each column and row which represents satisfactory values for both convergent and discriminant validity. As per the criterion of Fornell and Larcker (1981), it is confirmed that the square root of the AVE for the independent and dependent variables exceeded its correlations with other variables in the model. 

Table 4: Discriminant Validity of Constructs (Fornell and Larcker)
	
	AC 
	CC 
	NC 
	T&D 

	AC 
	0.783 
	
	
	

	CC 
	0.322 
	0.742 
	
	

	NC 
	0.532 
	0.520 
	0.807 
	

	T&D 
	0.511 
	0.248 
	0.424 
	0.803 



Next, the values for HTMT are checked for confirming the discriminant validity. According to Henseler et al. (2016),  the HTMT statistics’ confidence interval for all construct combinations should not contain  the value 1. Thus, the proposed model in this research has discriminant validity as the variables range from .308 to .779 which is less 1. 
Table 5: HTMT
	
	AC 
	CC 
	NC 
	T&D 

	AC 
	
	
	
	

	CC 
	0.450 
	
	
	

	NC 
	0.666 
	0.779 
	
	

	T&D 
	0.598 
	0.308 
	0.517 
	



4.4 Common Method Bias
The multicollinearity among the variables has been checked by following the rules proposed by Kock (2015).  Hair et al. (2019) suggested that VIF values should be less than 5 to avoid collinearity problem. Hence, table 6 shows that the data set has no problem with multicollinearity as variance inflation factor (VIF) ranges from result is satisfactory as the values range from 1.172 to 2.245 which satisfies the minimum threshold 3.3.  

Table 6: VIF
	Item 
	VIF 
	Item 
	VIF 

	AC1 
	1.889 
	NC2 
	1.445 

	AC2 
	1.394 
	NC3 
	1.508 

	AC4 
	1.545 
	NC4 
	1.430 

	AC6 
	1.760 
	T&D1 
	2.245 

	CC1 
	1.347 
	T&D2 
	2.140 

	CC2 
	1.224 
	T&D3 
	1.799 

	CC3 
	1.172 
	T&D4 
	1.317 



4.5 Goodness of Fit 
Goodness of fit is a good measure for evaluating the overall prediction power of a model as suggested by Chin (2010).  Therefore, GoF is used in this research. GoF is determined by the geometric mean of average communality and average R2  (Tenenhaus et al., 2005). The result of the proposed model illustrates that GoF value is 0.321 which represents good prediction power as compared with threshold (GoF small = 0.1, GoF medium = 0.25, GoF large = 0.36). By following the guidelines proposed by Wetzels et al. (2009) GoF provides sufficient support to validate the PLS model worldwide. By using table 7 the GoF is calculated as it is shown below -
Table 7: Goodness of Fit (GoF)
	Construct 
	AVE
	R square

	AC 
	0.614
	0.262

	CC 
	0.550
	0.062

	NC 
	0.652
	0.179

	T&D 
	0.644
	

	Average 
	0.615
	0.168






Table 8: Summary Hypothesis testing 

	Hypothesis
	Relationship
	Standard Deviation
	t values 
	P values 
	Decision

	H1
	T&D -> AC 
	0.070
	7.280
	0.000
	Accepted 

	H2
	T&D -> CC 
	0.058
	4.255
	0.000
	Accepted

	H3
	T&D -> NC 
	0.062
	6.812
	0.000
	Accepted



[image: ]
Figure 2: Path Analysis of Proposed Model

4.6 Discussion of Hypothesis Testing

Result of table 8 shows that all hypotheses are accepted as t values are greater than 1.96 and p values are less than 0.05. Previous studies confirm that effective training program can influence employee commitment which leads to have a positive organizational performance (Ko & Ko, 2012). Acceptance of H1 represents that training and development significantly influences affective commitment of the faculty. If teachers are provided with relevant training and development opportunities which are valuable to them in that case it increases their affective commitment towards their university. The hypothesis testing results of this study is consistent with prior research in the field of training, development, and employee commitment. The confirmed strong positive association between Training and Development and Affective Commitment (H1) reinforces the earlier conclusions drawn by Bashir and Santhi (2021) as well as Mathew and Zacharias (2016). Their studies highlighted that thoughtfully implemented training initiatives can deepen employees’ emotional connection to their workplace by increasing job satisfaction and opening up avenues for career advancement. Similarly, it was found that training can significantly increase affective commitment of the employees (Sibarani et. el., 2023)
The validation of H2 indicates a noteworthy positive correlation between training opportunities and continuance commitment. The data from this study suggests that when faculties are provided with carefully planned training and development programs, they are more likely to perceive remaining in the organization as beneficial. This supports prior research by Isom (2023) and Bartlett and Kang (2001), who emphasized that employees tend to stay with organizations that regularly invest in their professional development, as leaving would entail giving up valuable skills and future opportunities. Finally, the support for H3 implies that structured training and development initiatives can substantially boost faculty members’ normative commitment. This aligns with the observations of Ben et al. (2017), who noted that employees often experience a heightened sense of duty to remain with their organization when they recognize institutional support in the form of developmental programs. Such support fosters a feeling of moral responsibility to contribute back by utilizing their newly acquired skills within the institution.

4.7 Hypothesis Testing Results and Alignment with Social Exchange Theory
The hypothesis testing results, summarized in Table 9, demonstrate that training and development significantly influence all three dimensions of organizational commitment—affective, continuance, and normative. These findings can be interpreted through the lens of Social Exchange Theory (SET). 
Table 09: Hypothesis Testing Results and Alignment with Social Exchange Theory
	Hypothesis 
	Interpretation aligned with Social Exchange Theory 

	Training and Development has a positive impact on affective commitment
	When institutions prioritize faculty development, it enhances emotional connection. Faculty members interpret such investment as a sign of being valued, which encourages them to form deeper emotional ties with the organization, reflecting SET’s trust and loyalty in reciprocal relationships.


	Training and Development has a positive impact on continuance commitment
	Opportunities for growth through training lead faculty to perceive fewer external options and greater costs associated with leaving. In response to the organization's support, they are more motivated to remain, aligning with SET’s cost and benefit reciprocal principle.


	Training and Development has a positive impact on normative commitment
	When organizations invest in professional development faculty may feel a sense of duty to reciprocate by staying with it. This moral responsibility reflects SET’s concept of mutual obligation, where individuals feel obliged to return the goodwill that has been shown to them.



5. CONCLUSION
This study has examined how Training and Development impact on Organizational Commitment with a particular focus on how organizational investment in employee development shapes their attitudes, retention, and performance. The review of prior literature revealed consistent evidence that training and development positively influences employee commitment, job satisfaction, and intention to stay (Bartlett, 2001; Ahmad & Bakar, 2003; Jehanzeb & Bashir, 2013). Strategically designed and implemented training program can increase employee commitment as employees get the facility to enrich themselves (Khailey & Ibrahim, 2023). Training has direct and positive effect on employee commitment. (Kurniasari et al., 2018; astute & Harnuansa, 2022). Several hypotheses were considered, including (H1) training and development positively impact on affective commitment, (H2) training and development programs positively impact on continuous commitment and (H3) training and development programs impact on normative commitment. The findings across studies support these hypotheses, showing that when organizations invest in training, employees reciprocate with stronger emotional attachment and loyalty, as suggested by Social Exchange Theory (SET). Findings from Yang, Sanders, & Bumatay (2012) confirmed that perceptions of training enhance commitment.  Jehanzeb, & Bashir (2013) emphasized the role of compensation and career growth in strengthening this link. Bulut and Chulha (20210) also proved that all elements of training can significantly improve employee commitment. Employer’s consciously designed investment on training has a significant positive impact on affective commitment of the employees (Sibarani et. el., 2023). In private universities of Bangladesh, where faculty turnover is a major challenge, systematic investment in professional development enhances commitment, improves teaching quality, and strengthens institutional performance.
6. IMPLICATIONS 
6.1 Practical Implications
For managers and policymakers in Bangladeshi higher education institutions, the findings of this study underscore about the need to treat training and development as a strategic priority rather than an optional cost. Practically, institutions should implement structured professional development programs, provide mentoring, and establish clear career advancement pathways to strengthen employees’ emotional and professional attachment. In private universities—where retaining qualified faculty is a persistent challenge—well-designed training initiatives can enhance organizational commitment, reduce turnover, and improve teaching effectiveness. Managers can further reinforce these outcomes by fostering a culture of continuous learning, incentivizing professional certifications, and linking development opportunities to performance, thereby promoting a sense of belonging and encouraging positive organizational behaviors that support institutional competitiveness and sustainability.
6.2 Theoretical Implications
Theoretically, this report strengthens the application of Social Exchange Theory (SET) by demonstrating how training serves as a form of organizational investment that elicits reciprocal commitment from employees. It highlights that perceived organizational support through training is not merely instrumental but also symbolic, reinforcing employees’ trust and loyalty. Additionally, this work integrates insights from organizational commitment literature (Meyer & Allen, 1997) with HRD practices, showing that training directly and indirectly influences multiple forms of commitment. By linking Training and Development to affective, continuous and normative commitment, the study contributes to the understanding of how HR practices in higher education can function as antecedents of sustainable employee–organization relationships.
6.3 Future Research Directions
Future research should empirically test the hypothesized relationships within private higher education institutions in Bangladesh using longitudinal and mixed-method approaches to capture both short-term and long-term impacts of training. Comparative studies between private and public universities would also be valuable to identify sector-specific differences in training effectiveness and employee commitment. Additionally, as higher education increasingly integrates technology, exploring the role of e-learning platforms, digital upskilling, and AI-driven training tools in shaping faculty commitment could provide fresh insights. Finally, cross-cultural comparative studies could validate whether the investment–reciprocity model holds true across different developing and developed country contexts, thereby extending the generalizability of the findings.
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