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1: Introduction 

 
1.1: Background of the Research 
Today’s economy faces critical crises such as inflation and the decreasing value of money (Georgieva, 2023). In 
such a situation, income earned through a single source does not seem to be sufficient. Due to this reason, a big 
part of the world’s population is finding new ways to earn and to fulfil their various kinds of requirements. 
Moreover, increasing levels of competition and technological advancements also lead to such situations where 
employees get engaged in multiple works to gain knowledge and experience. This leads to moonlighting. 
Moonlighting is a situation where an individual is involved in multiple sources of earning at a given point in 
time, due to many personal or professional reasons (Nikam et al., 2022).  
Moonlighting impacts many professional and personal traits of the individual such as organizational 
commitment, organizational trust, loyalty, leadership, job satisfaction, work engagement, etc.  
Organizational commitment is the situation where workers and employees feel dedicated to their work and find 
themselves satisfied while working. Committed employees work with all the effort they can put into their work 
(Mowday et al., 1979). Organizational trust is the trust of employees that they show in their workplace; it can 
also be defined as the confidence of the employees toward the employer as well as their company (Joo et al., 
2022). 
Some of the studies state that moonlighting impacts the level of commitment and trust of the employees while 
others reject the existence of this relationship; for example, Thamilselvan et al. (2022) claimed that 
moonlighting is among the reasons that create stress. This stress can hurt the level of commitment and trust of 
the employees. 
 
1.2: Aim 
The present paper aims to find out whether moonlighting has any kind of impact on the organizational 
commitment and trust of the employees who are providing their services in the education sector. 
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1.3: Objectives 
The objective of the research is to study the moonlighting prevailing in the education sector and whether this 
moonlighting impacts the level of organizational trust and commitment of the employees working as 
academicians. 
 

2: Literature Review 
 

2.1: Organizational commitment and moonlighting 
Organizational commitment is the belief of the employees in their organization. Such employees who are 
committed to their organizations feel dedicated to their organization and the team in which they work. These 
employees find their level of job engagement higher and also are full of desire to stay in the organization 
(QIC.WD, 2023), (Mueller & Straatmann, 2014). Moonlighting and getting engaged in multiple sources of 
income often impacts the level of commitment and it is claimed that these impacts are negative and 
moonlighting reduces the level of commitment of the employees. 
To test the above-claimed fact, Khatri (2014) presented a study that was based on the region of Delhi, NCR. 
This study collected samples from the managerial level employees of 10 companies belonging to different 
regions of this city. A total of 160 responses were received and 100 out of these were selected for the experiment. 
The conclusion stated that employees working in SMEs face a reduction in the level of their organizational 
commitment when they get engaged in side gigs. 
Another piece of research that studied about 161 participants working in the IT hubs in the north Indian region 
was examined to test if their results vary from the result presented above. This study was performed to test the 
relationship between organizational commitment, job satisfaction, and moonlighting intentions of IT 
professionals. The conclusion of this experiment claimed that organizational commitment works as a mediator 
between the other two variables and the relationship between organizational commitment and moonlighting is 
strongly negative. Precisely, those employees who moonlight are facing the issue of reducing commitment to 
their organization (Seema et al., 2021). This result is in line with the conclusion presented by Khatri (2014). 
Further, to examine this conclusion in the field of teaching, a study was conducted on the teaching professionals 
providing their services in various higher education institutions. The sample size for the study was 189 and the 
aim was to find out the relationship between organizational commitment and dual job habits of the teachers. 
The conclusion stated that if organizations work to improve the environment and management of the workplace 
then this might increase the commitment of the employees which in turn can reduce the moonlighting behavior 
of the teachers (Manogna & Swamy, 2023). 
All the above results describe the negative relationship between organizational commitment and with 
moonlighting habits of the employees. But in contrast to these results, the dissertation presented by Betts 
(2002) claimed the conclusion that there is no relationship between organizational commitment and 
moonlighting behaviour of academicians. This study was based on 223 educators who were teaching to -12 
students and more than 75% of these teaching professionals had supplementary sources of income. 
 
2.2: organizational trust and moonlighting 
Organizational trust is the belief of the employees in their organization. They believe that their employer will 
think about their well-being and would not make any such decision that can harm the employees. The level of 
this trust is so strong that the employees mostly do not question the decisions of their employees and work in 
the organization with utmost support and care (Egriboyun, 2015). A high level of organizational trust in the 
employees makes them work hard and think about the organization’s growth. On the other hand, when 
employees do not trust their employers then this might result in repeatedly occurring conflicts, labour turnover, 
or even strikes. 
Organizational trust is said to have an impact on the job-related behaviour of employees. Scholars and 
experimenters have diversified views regarding this impact. A study conducted in Turkey examined the 
relationship between organizational trust and organizational commitment among a total of 176 sports sector 
employees. The conclusion found claimed that these variables are directly linked to each other and a strong 
level of trust in the organization leads to strong trust (Bastug et al., 2016). As studied in the experiment 
presented above by Manogna & Swamy, (2023) who claim that commitment impacts moonlighting behaviour 
negatively. It can be concluded that organizational trust can also hurt the moonlighting behaviour of the 
employees. 
The same kind of relationship was tested in the hospitality industry in Saudi Arabia. 212 employees working in 
20 hotels were selected through voluntary participation as samples for the experiment. Analysis was done using 
statistical inferences and the results were no different from the result presented by Bastug et al., (2016) above. 
The conclusion came out that organizational trust impacts strongly all the variables of organizational 
commitment (Alomran et al., 2024). This again points toward the fact that organizational trust impacts the 
decision to moonlight negatively through the mediating effects of organizational commitment. Yasser, (2022) 
also concluded the same results on testing the employees working in the Central Library of Mohammed Seddik 
Ben Yahia University. Further in this series, Dahmardeh and Nastiezaie (2019) also presented a study that 
discussed the relationship between organizational trust and organizational commitment. The study was based 
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on samples collected from two Zahedan education organizations for the academic year 2017-18. The sample 
size consisted of 208 academic employees and the data was collected through providing two different 
questionnaires to each of the participants. The study presented various results including a positive relationship 
between organizational trust and organizational commitment through the mediating effects of organizational 
participation. This experiment also concluded the same results as presented by Yasser, (2022) and other 
scholars discussed above. Organizational trust is impacted by commitment and commitment is impacted by 
moonlighting. Thus, it can also be concluded that moonlighting impacts trust, and if trust is strong then there 
are chances that moonlighting can have negative consequences of this. 
 
2.3: Research gap 
Moonlighting among the professionals in the education sector is not a new phenomenon but still, it somehow 
managed to escape the eyes of scholars. Many pieces of research talk about moonlighting and its relationship 
with organizational commitment. However, only a few researches talk about the relationship between 
moonlighting and organizational trust or this relationship in the field of education. Talking about the number 
of such researchers on the country level, this number is perhaps yet to start. The present study is trying to link 
these variables with the moonlighting behaviour of the academicians specifically in the field of college 
education thus providing its contribution to bridge this gap in the literature. 

 
3: Research Methodology 

 
Every research is based on a predefined methodology that defines philosophies, approaches, methods, designs, 
etc. that are used in the research to reach the desired goal of the study, and this information regarding the 
present study is described in this section. The present research is based on positivism philosophy along with 
epistemology and ontology paradigms. Positivism is a paradigm that is based on the use of measurement and 
reason. It showcases that knowledge is obtained by neutral and measurable observations of activity, action, or 
reaction. Positivism asserts that if something cannot be measured in this manner, it cannot be definitively 
known. In this study, positivism can be used to measure the impact of organizational trust and commitment 
on academicians. The relationship between variables of their demographic information is measured (Park et 
al., 2020). The study aligns with the positivist approach by presenting data on demographics, job status, family 
members, and other variables in a quantitative manner and by focusing on empirical evidence and observable 
phenomena. In this series of assessing the values of beliefs, epistemology paradigm helps to understand the 
knowledge that is prevailing and the truth that is observed (Sol & Heng, 2022). Ontology, on the other hand, 
helps to understand the nature and the reason behind this prevailing truth (Dudovskiy, 2010). In the present 
study, this philosophy along with the paradigms would help to observe the prevailing truth regarding the 
moonlighting behaviour of the academicians and would help to understand the truth of its impact on the work 
engagement of these employees. Here, demographic variables of the respondents would also be studied so it is 
qualitative analysis.  
Approaches are the pathways that instruct about the direction of the research. These pathways are of three 
types, namely inductive, deductive, and abductive (Okoli, 2021). The present study is based on the deductive 
approach that uses top-down method in which a general idea is narrowed down by specific testing and 
observation. This approach can handle only quantitative data. A hypothesis is formulated, followed by 
conduction of experiments in order to deduct the data in order to conclude (Pandey, 2019). 
Methods to perform research define the type of data collected for the study. These types could be qualitative, 
quantitative, or mixed (Abdul Wahab et al., 2017). In the present experiment quantitative method of data 
collection by utilising numerical data, statistical analysis, and percentages to quantify and measure numerous 
variables, including gender distribution, age groupings, marital status, job designations, and organisational 
dedication. The study utilises quantitative data to conduct a comprehensive analysis of the participants' 
attributes and their responses, enabling the measurement of correlations between different variables. Further, 
this quantitative data is collected directly from the participants of the research through the survey 
questionnaire method, this means that the data sets used in the present study are collected from the primary 
sources. The data for the present study is collected from the academicians providing educational services in the 
colleges and universities in the Saurashtra region of Gujarat, India. From the collected data, sampling is done 
using a non-probability, convenient, and purposive sampling method (Rahman, 2020). A total of 883 
responses were selected for the study. Further, the study adopts an explanatory research design with a cross-
sectional time zone. 
 

4: Analysis 
 

4.1: Descriptive analysis 
The demographic information of the participants described various information such as gender, age, marital 
status, experience, etc of the participants which is presented in the table below: 
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Demographic information 
Gender 
 Frequency Percent 
Female 397 45 
Male 486 55 
Total 883 100 
Age group 
 Frequency Percent 
21-25 years 104 11.8 
26-29 years 138 15.6 
26–29 years 48 5.4 
30-35 years 217 24.6 
36-39 years 204 23.1 
Over 40 years 172 19.5 
Total 883 100 
Martial Status 

 Frequency Percent 

Married 532 60.2 
Other 44 5 
Unmarried 307 34.8 
Total 883 100 
Designation 

 Frequency Percent 

Assistant Professor 340 38.5 
Associate professor 187 21.2 
Lecturer 143 16.2 
Other 36 4.1 
Professor 177 20 
Total 883 100 
Job Status 

 Frequency Percent 

Full-time 728 82.4 
Part-time 80 9.1 
Visiting 75 8.5 
Total 883 100 
Number of family members 

 Frequency Percent 

2 members 37 4.2 
3 members 259 29.3 
4 members 349 39.5 
More than 4 members 238 27 
Total 883 100 
Family members have government Job 

 Frequency Percent 

Contract Basis 107 12.1 
No 599 67.8 
Yes 177 20 
Total 883 100 

Any Family members are a retired government employee 

 Frequency Percent 

No 687 77.8 
Yes 196 22.2 

Total 883 100 

Are you doing any other economic activity apart from your primary job? 

 Frequency Percent 

No 401 45.4 
Yes 482 54.6 
Total 883 100 
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Out of the total of 883 respondents, 486 participants were male and the remaining 397 were female. Thus, the 
gender-wise distribution of the data represents that 55% of the participants were male and the other 45% were 
female. Distribution of these samples in their age group presented that a total of 104 participants or 11.8% of 
them belonged to the age group of 21-25 years. Participants who were somewhere between 26 and 29 years of 
age were 186 in absolute terms and 21% in relative terms. The next age group was 30-35 years and 217 
participants selected this option to provide their age. These were equal to 24.6% of the total responses. 204 
people or 23.1% were those who belonged to the 36-39 years age group. The remaining 172 participants who 
were equal to 19.5% of the total population marked themselves as 40 and above 40 years of age. 
Marital status described that 60.2% or 532 participants were married 307 (34.8%) participants were unmarried 
and the remaining 44 participants or 5% belonged to others category. 38.5% or 340 participants were working 
as assistant professors and 187 or 21.2% were working as associate professors. 16.2% of participants or 143 in 
absolute terms were working as lecturers and 177 or 20% were professors as per their designation. The 
remaining 36 participants or 4.1% marked themselves as others. 
728 participants or 82.4% were working a full-time job, 80 participants (9.1%) were part-timers, and the 
remaining 75 (8.5%) participants were visiting academicians. 37 participants (4.2%) had 2 members in their 
families; 259 participants (29.3%) had 3 members in their families; 349 academicians (39.5%) had 4 members, 
and the remaining 238 or 27% academicians had more than 4 members in their families. 107 participants or 
12.1% claimed that they had a government employee in their family who is working on a contract basis; 177 of 
them or 20% claimed that there was a permanent government employee in their family while the remaining 
599 (67.8%) participants were not having any government employee in their families.  196 participants out of 
the total of 883 claimed that they have a retired government employee in their family while the remaining 687 
academicians (77.8%) refused to have any. 
When asked about the sufficiency of family income 601 educators or 68.1% of participants claimed that their 
family income is sufficient enough while the remaining 282 or 31.9% disagreed. 54.6% of participants or 482 
of them agreed to have more than one earning source while the remaining 401 refused to have any. 
 
4.2: Crosstab description 
Being satisfied with the work and the organization was the cross-tab used to test the level of organizational 
commitment of the academicians. The analysis of the data presented that there is a strong and positive 
relationship between the moonlighting status of the academicians and organizational commitment as most of 
the participants claimed that they find it satisfying to work with the organization they were working with. This 
result is in contrast with the results presented by Khatri (2014) who claimed that moonlighting impacts 
negatively the level of organizational commitment. 
Another cross-tab that was used to test the level of commitment of the academicians was whether they used to 
praise and talk about their employer outside the workplace. The analytical study claimed that the relationship 
is positively strong and that the academicians were highly praising their employer in front of the others who 
are not a part of the organization. This indicates that organizational commitment is still strong among the 
employees even when the academicians are moonlighting. The conclusion can be drawn from this result that 
can be that moonlighting does not impact the commitment negatively. Strongly contrasting results are 
presented by (Seema et al., 2021) who claim that there is a negative correlation between commitment and dual 
job holdings. 
Sense of belongingness is also an indicator of commitment and this matter was also examined. The conclusion 
turned out that there is a positive relationship between the variables and those employees who are more into 
moonlighting are those who consider the problems of their organizations as their own. Completely contrasting 
results are presented by Manogna & Swamy, (2023) who claim that organizational commitment is directly and 
negatively linked to moonlighting. The scholars also claimed that if organizations are struggling to tackle the 
situation of moonlighting then they must work to improve the work environment which would improve 
organizational commitment among employees resulting in reduced moonlighting. 
Employers and employees valuing each other is an important concern that leads to organizational trust. This 
variable was tested in the study to find out whether organizational trust is impacted by the moonlighting habits 
of the academicians. The results concluded that organizational trust is not impacted even if the employees are 
earning through multiple sources. Precisely, moonlighting does not impact organizational trust negatively. The 
discussion made above regarding the research presented by Bastug et al., (2016), it was concluded that if trust 
is strong then employees do not tend to moonlight. This result is strongly in contrast with the conclusion 
presented in this section. 
Trust also makes it difficult for employees to switch jobs and leave the place of work where they are working. 
Keeping this fact in mind, this variable was tested to know whether there is any relationship between this 
variable and with moonlighting behaviour of the employees. The results of this analysis also concluded the 
same fact that academicians with side gigs did not have any negative sense towards their organization and that 
their moonlighting was not impacting their organizational trust. Contrasting results are presented by Yasser, 
(2022). This scholar claimed that organization trusts results in commitment and Seema et al., (2021) claimed 
that commitment is negatively impacted by moonlighting. Hence, trust is also negatively impacted by 
moonlighting. Same way, if leaving the organization creates hustle for academicians then this indicates the fact 
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that they trust their organization but still are engaged in moonlighting without any negative impacts on trust. 
The analytical part of the research proved this fact there those employees who are moonlighting, they trust 
their primary organization so well that they find it full of hustle to leave their place of work and thus 
moonlighting is not impacting their trust. Contrasting results are presented in the study conducted by (Alomran 
et al., 2024). 
To test the trust of the academicians, a variable was put in the questionnaire that asked if there was any 
necessity rather than their choice to stay in their current organization. The responses of these academicians 
when analyzed concluded that there is a weak but statistically significant relationship between this variable and 
the moonlighting behaviour of the academicians. Precisely, some academicians do not trust their organization 
deeply and this might be due to their secondary source of income. A similar result is presented by the 
experimenters Alomran et al., (2024). These scholars also claimed that trust can positively impact the 
behaviour of the employees including the reduction in side gig adoption. 
Further in the series of testing trusts, academicians were asked if they had reasons to leave their current place 
of work. Analysis of these responses indicated the fact that those academicians who were more inclined towards 
side gigs had reasons to leave their place of work, and this relationship was statistically significant. Precisely, 
lack of trust can cause moonlighting. The same result is presented by Dahmardeh and Nastiezaie (2019). These 
experimenters claimed that trust impacts moonlighting and building trust can change the mindset of the 
employees positively. 
The academicians were asked if they wish to leave their workplace but due to lack of alternatives it becomes 
difficult for them to do so. The responses to this question did not show any relationship with the moonlighting 
habit of the educators. Thus concluding that there is no relationship between these variables and staying in the 
organization due to the lack of availability of the alternatives and moonlighting habit of the academicians are 
not linked to each other. Precisely, trust is not impacted by moonlighting. Contrasting results are presented by 
Dahmardeh and Nastiezaie (2019) as stated above as these scholars claimed that there is a relationship between 
trust and moonlighting. 
 

5: Conclusion 
 
Organizational commitment and organizational trust are the variables that can change the behaviour of the 
employees and positively hold them in the organization. Building the level of commitment and trust in the 
minds of the employees helps to reduce the outgoing of the human resources or binding them to not adopt side 
hustle. Moonlighting is prevailing in today’s economy but it has negative impacts on the primary jobs and the 
primary employers. This research aimed to study the relationship between these variables and the 
moonlighting behaviour of academicians. 
The results of the study did not show any strong negative relation between the variables. Precisely, the 
conclusions of the study claim that there is no negative relationship between organizational commitment and 
moonlighting. Those employees who are moonlighting are not found to have any negative impact on their 
commitment to their primary job due to the side hustle they are engaged in. This means moonlighting does not 
impact the level of organizational commitment of the employees. Further, the other conclusion of the study 
states that moonlighting has a partial influence on the organizational trust of the employees. A few variables of 
organizational trust are found to have a slightly negative impact on the moonlighting behaviour of educators. 
These conclusions fulfil the aim and the objectives of the study. 
Although the study has successfully concluded its results, still some limitations are present in this experiment. 
The study is only based on a particular region of a state in India. The sample size is also not so huge to cover 
every aspect of the variables. Further, academicians related to only colleges and universities are selected as a 
sample which fails to examine the thought process of the school teachers who are said to have less pay as 
compared to these higher educators. 
Working well with these limitations can provide a vast future scope for research in this field. Working on a big 
sample size and also including school teachers can lead to more reliable results. Expanding the boundaries of 
the experimental area can make the results more functional and guidance providers for organizations working 
in the education sector. Adopting the past data and including those data sets in the study can also help to 
understand the trend of moonlighting in the education sector and trying to understand the reason for this trend 
can help organizations to take further steps in dealing with such situations. 
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