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Kajian ini bertujuan untuk menentukan tahap dan faktor-faktor yang berkaitan
dengan komitmen pensyarah Institusi Pendidikan Tinggi Swasta (IPTS) bertaraf
universiti terhadap organisasi. Kajian ini juga bertujuan untuk mengenalpasti
status persepsi pensyarah IPTS bertaraf universiti terhadap pembolehubah
tidak bersandar dan pembolehubah bersandar iéﬁu komitmen terhadap
organisasi serta mengenalpasti sumbangan pembolehubah tidak bersandar
kepada komitmen terhadap organisasi. Populasi kajian merangkumi 457 orang
pensyarah di empat buah IPTS bertaraf universiti iaitu Universiti Tenaga
Nasional, Universiti Multimedia, Universiti Teknologi Petronas dan Universiti

Tun Abdul Razak. Terdapat 332 daripada 457 set soal selidik yang diedarkan
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kepada pensyarah IPTS bertaraf universiti yang dapat digunakan untuk analisis

seterusnya.

Kajian ini menggunakan lima dimensi pembolehubah tidak bersandar iaitu ciri-
ciri demografi terpilih, dimensi ciri-ciri kerja, dimensi sikap dan amalan
pengurusan, dimensi nilai kerja dan dimensi kepemimpinan pentadbir serta satu
pembolehubah bersandar iaitu komitmen terhadap organisasi. Aspek-aspek di
dalam ciri-ciri demografi terpilih adalah umur, jangka masa perkhidmatan
dengan organisasi kini, jangka masa perkhidmatan dengan organisasi lain dan
pendapatan. Aspek-aspek di dalam dimensi ciri-ciri kerja adalah seperti identiti
kerja, keragaman kemahiran, autonomi kerja, maklum balas kerja dan
kerumitan kerja. Bagi dimensi sikap dan amalan pengurusan, terdapat enam
aspek di dalam dimensi tersebut iaitu sikap kumpulan kerja terhadap
organisasi, harapan terhadap pencapaian, cabaran kerja, kepentingan
sumbangan pensyarah, keutuhan imej kendiri dan amalan pengurusan.
Terdapat dua aspek di dalam dimensi nilai kerja iaitu nilai kerja intrinsik dan
nilai kerja ekstrinsik. Bagi dimensi kepemimpinan pentadbir pula terdapat tiga
aspek iaitu pemikiran, hubungan dengan pensyarah dan ciri-ciri tingkah laku

dan personaliti pentadbir.

Kajian mendapati status persepsi pensyarah IPTS bertaraf universiti terhadap

empat dimensi pembolehubah tidak bersandar menunjukkan tiga aspek dalam

dimensi ciri-ciri kerja berada pada status persepsi yang sederhana memuaskan
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iaitu keragaman kemahiran, autonomi kerja dan maklum balas kerja. Dua aspek
lagi iaitu identiti kerja dan kerumitan kerja berada pada status persepsi yang
memuaskan. Kajian juga mendapati empat aspek dalam dimensi sikap dan
amalan pengurusan mendapat status persepsi yang sederhana memuaskan
iaitu sikap kumpulan kerja terhadap organisasi, harapan terhadap pencapaian,
kepentingan sumbangan pensyarah dan amalan pengurusan, manakala dua
aspek lagi dalam dimensi sikap dan amalan pengurusan mendapat status
persepsi yang memuaskan iaitu cabaran kerja dan keutuhan imej kendiri.
Kedua-dua aspek dalam dimensi nilai kerja iaitu nilai kerja intrinsik dan nilai
kerja ekstrinsik mendapat status persepsi yang memuaskan. Kesemua aspek
dalam dimensi kepemimpinan pentadbir iaitu pemikiran, hubungan dengan
pensyarah dan ciri-ciri tingkah laku dan personaliti adalah berada pada status

persepsi yang sederhana memuaskan.

Kajian mendapati tahap komitmen pensyarah IPTS terhadap organisasi adalah
berada pada tahap sederhana. Dapatan kajian juga mendapati hanya satu
aspek dalam ciri-ciri demografi terpilih iaitu jangkamasa perkhidmatan dengan
organisasi kini yang mempunyai perkaitan yang bererti dengan komitmen
terhadap organisasi. Kesemua aspek dalam dimensi ciri-ciri kerja mempunyai
perkaitan yang positif dan bererti dengan komitmen terhadap organisasi. Begitu
juga dengan kesemua aspek dalam dimensi sikap dan amalan pengurusan
mempunyai perkaitan yang positif dan bererti dengan komitmen terhadap

organisasi. Kedua-dua aspek dalam dimensi nilai kerja iaitu nilai kerja intrinsik
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dan nilai kerja ekstrinsik juga mempunyai perkaitan yang positif dan bererti
dengan komitmen terhadap organisasi. Kesemua aspek dalam dimensi
kepemimpinan pentadbir didapati tidak mempunyai perkaitan yang bererti
dengan komitmen terhadap organisasi. Enam aspek dalam pembolehubah
tidak bersandar iaitu amalan pengurusan, keragaman kemahiran, nilai kerja
intrinsik, kepentingan sumbangan pensyarah, cabaran kerja serta autonomi

kerja menyumbang 41 peratus varians terhadap komitmen terhadap organisasi.

Kajian menyarankan bahawa model komitmen terhadap organisasi boleh
digunakan sebagai rangka kajian yang sesuai untuk mengkaji komitmen
terhadap organisasi dan membentuk suatu model pilihan komitmen terhadap
organisasi yang lebih komprehensif dalam konteks di Malaysia. Kajian juga
menyarankan beberapa cadangan kepada pihak pentadbir organisasi dan pihak
pensyarah dalam usaha untuk meningkatkan komitmen pensyarah IPTS
bertaraf universiti terhadap organisasi. Kajian ini juga mencadangkan bahawa
kajian pada masa akan datang harus meliputi semua kumpulan pensyarah di
IPTS bertaraf kolej dan kolej universiti serta kumpulan pensyarah di Institusi

Pengajian Tinggi Awam (IPTA).



Abstract of thesis presented to the Senate of Universiti Putra Malaysia in
fulfilment of the requirements for the Degree of Doctor of Philosophy

COMMITMENT OF LECTURERS FROM UNIVERSITY-STANDARD PRIVATE
HIGHER LEARNING INSTITUTIONS TOWARDS THE ORGANIZATION

By
RUSINAH BT. SIRON

July 2005
Chairman : Foo Say Fooi, PhD
Faculty : Educational Studies

This research was to appraise the extent of and factors pertaining to the
commitment of lecturers from University-Standard Private Higher Learning
Institutions towards the organization. This research was also aimed at
identifying the status of perception of the University-Standard private Higher
Learning lecturers towards independent variables and dependent variables as
well as identifying the relationships of independent variables to the commitment
towards the organization. The target population comprised of 457 lecturers from
four University-Standard Private Higher Leamning Institutions who were chosen
for a purpose, namely Universiti Tenaga Nasional, Universiti Multimedia,
Universiti Teknologi Petronas and Universiti Tun Abdul Razak. Of the 457

personally administered sets of questionnaires that were distributed to the
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University-Standard IPTS lecturers, 332 sets of the returned questionnaires

could be used for further analysis.

This research used five dimensions of independent variables namely features of
selected demography, dimension of work features, dimension of management
practice and attitude, dimension of work value and dimension of administrator’s
leadership and one dependent variable namely commitment towards
organization. The aspects within the features of selected demography were
age, duration of service with the current organization, duration of service with
other organizations and income. The aspects within the dimension of work
features were work identity, uniformity of expertise, work autonomy, work
feedback and work complexities. As for dimension of management practice
and attitude, there were six aspects within the said dimension namely work
group attitude towards, hope for achievements, work challenges, importance of
lecturers’ contributions, integrity of self-image and management practice. There
were two aspects within the dimension of work value namely the intrinsic work
value and extrinsic work value. As for the dimension of administrator's
leadership there were three aspects namely thinking, relationship with the

lecturers and administrator's personality and behavioral features.

The research findings were that the status of perception of the University-

Standard Private Higher Learning lecturers towards the five dimensions of

independent aspects showed the three aspects within the dimension of work
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features namely uniformity of expertise, work autonomy and work feedback to
be at a moderately satisfactory status of perception. The two remaining
aspects, namely work identity and work complexities were at a satisfactory
status of perception. The research findings also showed that the four aspects
within the dimension of management practice and attitude, namely work group
attitude towards organization, hope for achievements, importance of lecturers’
contributions and management practice obtained a moderately satisfactory
status of perception. On the other hand, the two other aspects within the
dimension of management practice and attitude namely work challenges and
integrity of self-image obtained a moderately satisfactory status of perception.
Both aspects within the dimension of work value namely the intrinsic work value
and extrinsic work value obtained a satisfactory status of perception. All aspects
in the dimension of administrator’s leadership namely thinking, relationship with
lecturers and administrator's personality and behavioral features were found to
be at a moderately satisfactory status of perception. On the whole, the findings
of the research showed the status of perception of dependent variables namely

the commitment towards organization to be at a moderately satisfactory level.

These research findings showed that the level of commitment of the University
Standard Private Higher Learning lecturers towards the organization was at a
moderate level. The research also found that there was only one aspect within
the features of selected demography namely the duration of service with the

current organization that was meaningfully connected with commitment towards
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the organization. All aspects within the dimension of work features had positive
and meaningful connections with commitment towards the organization. Both
aspects within the dimension of work value namely the intrinsic work value and
extrinsic work value also had positive and meaningful connections with
commitment towards the organization. All aspects within the dimension of
administrator's leadership were found not to have meaningful connections with
commitment towards the organization. Six aspects within the independent
variables namely management practice, uniformity of expertise, intrinsic work
value, importance of lecturers’ contributions, work challenges and work
autonomy contributed to the 41 percent of variance in commitment towards the

organization.

The research findings recommended that the model of commitment towards the
organization could be used as the appropriate research framework to survey
commitment towards the organization and form a chosen model of commitment
towards a more comprehensive organization within the Malaysian context. The
research findings also recommended several proposals to the organization
administrators and lecturers in their pursuit to upgrade the commitment of

University-Standard Private Higher Learning lecturers towards the organization.
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