CHAPTER 3

DEVELOPMENT OF HYPOTHESES AND RESEARCH METHOD

3.1 Introduction

The preceding chapter provides theoretical persmeci the constructs organizational
commitment, personal characteristics and work-edlatariables. This chapter covers the
development of hypotheses, which is based on retat@ory and empirical evidence. In

addition, discussion on research design will beviplex.

The main objective of this study is to examine Malan employee’s organizational
commitment in a France MNC. This study focuses @ influence of employees’
personal characteristics and work-related variabtes employees’ organizational
commitment. The researcher acknowledges that tleegthaer factor that would influence
one’s organizational commitment. However, the scopéhis research is only on the

employee’s personal characteristics and work-relaggiables.

3.2  Hypothesis Development

This study proposes that personal characteristied work-related variables are
antecedents and correlates to Malaysian employ@@ginizational commitment in a

France MNC. Personal characteristics are age, egeriénure, marital status and
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education level, and work-related variables are gabisfaction, job involvement, job

autonomy, job performance feedback, role confintt eole clarity.

3.2.1 Development of hypotheses for personal characteriss

Firstly, the research hypotheses seek to answethethéehere are relationships between
personal characteristics and organizational comemtmin line with previous studies
(e.g., Mathieu and Zajac, 1990; Randall, 1993)s thtudy focuses on personal

characteristics such as age, gender, tenure, Ingtatas, and education level.

Age
Older employees have a higher degree of organizaionmitment.This hypothesis is

based upon the premise that older employees view gast years of service to the
organization as an investment, and will have thecqgion that it would be more
difficult for them to be job mobile. Increased istments in the form of time and energy
make it increasingly difficult for employees to \estheir jobs voluntarily. As individuals
get older, alternative employment opportunitiesitemdecrease and personal investment
in the organization tend to increase, thus enhgn@mployees’ commitment to
organization (Becker, 1960; Salancik, 1977). Treneefthey would tend to be more
committed to the organization. Based on these demsiions’ synthesis, the hypothesis

test in this study is proposed:

Hypothesis 1: Older employees will score signifitahigher in terms of their level$
of organizational commitment than younger employees
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Gender
Females tend to have a higher degree of organizatonmitment.This hypothesis is

based upon the premise that women have to overcoone barriers than men to gain
acceptance. Therefore once they gain acceptaregtehd to be more committed to the
organization. Mathieu and Zajac’'s (1990) reseanchicate that American women have
reported more commitment to their organizations thave men. In addition, the research
(Kwon and Banks, 2004; Bruce, Stanley and JulieD720confirm the greater
commitment by females compared with their male tewparts to their organization.

Given the considerations, the following hypotheésisroposed:

Hypothesis 2: Female employees will score signifitya higher in terms of theil

levels of organizational commitment than male erypés.

Tenure
This hypothesis is based upon the premise thatam@mes who have worked long years in

the organization tend to be satisfied with theinditions of work and pay. Thus they tend
to be more committed to the organization. It imalentend that once an employee works
many years in present organization, the opporasitavailable in alternative
organizations are limited. Furthermore, the assionps made based on MNCs which is
consider as bigger and better corporations whicpl@yees are prefer to attach to. In
general, tenure tend to be positively correlatedhworganizational commitment

according to researchers such as Angle and Pe@881j1 Mowday et al., (1982),
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Mathieu and Zajac, (1990) and Allen and Meyer (39€8 the basis of these insights the

following hypothesis is put forth:

Hypothesis 3: Long term tenured employees will aggnificantly higher in terms
of their levels of organizational commitment th&oer term tenured employees.

Marital status
Married employees tend to have a higher degreerg&mzation commitment. This

hypothesis is based upon the premise that marngmogees, tend to be more sociably
stable than their single counterparts. Marital utstahas been found to relate to
commitment, with married individuals having greatssmmitment to organization
(Mathieu and Zajac, 1990; Aizzat et al., 2003). réfiere, the following hypothesis is

proposed:

Hypothesis 4. Married employees will score sigmifidy higher in terms of theif

levels organizational commitment than unmarried legges.

Educational level
Based on prior studies (Morris and Sherman, 198%er educated employees have less

job options and opportunities than the more eddcatees. Thus they tend to be more
committed to the organization. In contrast, the eneducated employees tend to have
higher expectations than the organization may le tabprovide. Hence, they tend to be
less committed and therefore tend to change froencmganization to another in order to
advance at a faster pace. Ahmad and Bakar (2088) dupport for this theoretical

conjecture. They discover that there is negativatiomship between educational level

and continuance commitment among white-collar warke Malaysia. Education level
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has been reported to be negatively correlated angfanizational commitment (Morris

and Sherman, 1981).Given the considerations, leevimg hypothesis is proposed:

Hypothesis 5: Lower educated employees will scagaificantly higher in terms of

their levels organizational commitment than moreocaded employees.

3.2.2 Development of hypotheses for work-related variabke
Secondly, the research seeks to find evidence whekiere are relationships between

work-related variables and organizational commitmen

Job satisfaction
Employees with higher job satisfaction levels bedi¢hat working in their organization

will be satisfying in the long run, that they wiare about the quality of their work, and
that they will be more committed to the organizati€rior studies (Mathieu and Zajac,
1990; Meyer et al., 2002) discover that strong posditive job satisfaction relationship
with organizational commitment. Based on these idenations’ synthesis, the

hypothesis test in this study is proposed:

Hypothesis 6: Employees with higher job satisfatiall score significantly higher in
terms of their levels organizational commitment nthamployees lower in jobp

satisfactior

Job involvement
Employees with high job involvement are motivated aare about their personal growth

and satisfaction within the workplace. Thus, thepd to be more committed to the
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organization. Prior studies indicate that job imerhent to be significant correlated with
organizational commitment (Mowday et al., 1979; Mati and Zajac, 1990; Brown,

1996). On the basis of these insights the followiggothesis is put forth:

Hypothesis 7: Employees with higher job involvemeit score significantly highen

O

in terms of their levels organizational commitmeéiman employees with lower jo

involvement.

Job autonomy
Employees with higher job autonomy tend to be nomr@mitted to an organization. This

hypothesis is based upon the premise that the ma@nomy an employee has about
what, when and how to do work, the greater he @ wlould feel a sense of
responsibilities towards job related activities.nk& (1979)indicates that empowered
members demonstrate more positive attitudes toweadl other and show higher levels
of cooperation which in turn increase their senseoonmitment to the organization. In
addition, prior studies (Noor and Noor, 2006) irdé& job autonomy is positively
correlated with organizational commitment. On biasis of these insights the following

hypothesis is put forth:

Hypothesis 8: Employees with higher job autonomly saore significantly higher ir
terms of their levels organizational commitmentntremployees with lower jolb

autonomy.
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Job performance feedback
Employees who receive direct and clear informatibout his or her performance from

supervisors and co-workers, will carry out theib jefficiently. Moreover, both

supervisors and employees will have better undaigtg and consensus during job
carried out. Steers (1977) and Noor and Noor (206@icate that job performance
feedback is related to organizational commitmenher&fore, the following hypothesis is

proposed:

Hypothesis 9: Employees with higher job performanieedback will score
significantly higher in terms of their levels orgeational commitment tham

employees with lower job performance feedback.

Role conflict
Role conflict has consistently been found to beatiggly significant correlate and

predictor of organizational commitment. This hypestis is based upon the premise that
employees with a high tolerance for ambiguity wolddhypothesized to be less stressed
by role conflict. Keenan and McBain (1979) and Witignd Thomas (1982) have found
that in the Asian context, many Asians are saibdo& for clear guidelines from authority

figures. Thus, the following hypothesis is propased

Hypothesis 10: Lower role conflict’'s employees wsltore significantly higher in

terms of their levels organizational commitmentithaher role conflict's employees.
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Role clarity
Employees with clear role clarity can enhance seaf felt responsibility and as such

would bring about an increase in organizational mamment among employees. Through
role clarity, employees have better understandinfg tleeir job functions and

responsibilities. Prior studies yield a positiverretation between role clarity and
organizational commitment (Mathieu and Zajac, 1990pr and Noor, 2006). On the

basis of these insights the following hypothesisusforth:

Hypothesis 11: Employees with higher role clarityl wcore significantly higher in

terms of their levels organizational commitmentiteanployees with role conflict.

The overview of development of hypotheses for peskoharacteristics and work-related

variables are outlined. Next, research designheltiscussed.

3.3Research Design
In this section, the procedure of research desidjnbes outlined. There are sample and
data source, data collection procedure, data asalgspendent variables, independent

variables, control variables and statistical analys

3.3.1 Sample and data source
The basic idea of sampling is that by selecting esamhthe elements in a population,

conclusions may be drawn about the entire populafithe populations used for this
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research are Malaysian employees of a France MNQaing Valley. The chosen France
MNC is the world leader in building materials wi88,000 employees in over 80
countries. In Malaysia, the corporation currentiypdoys 1,500 people and operates a
nationwide network of facilities. The core busiressin Malaysia are in the

manufacturing and sale of building materials.

In this study, stratified random sampling is chos&€his method is selected because
researcher wants to study the characteristics rtdiogpopulation subgroups. In addition,
this method increases sample’s statistical effye(Donald and Pamela, 2006). The
criteria used to select the sample for this studyas follows:

e Employees of a France MNC who are Malaysian;

e Malaysian employees of a France MNC who are perniastaff; and

¢ Malaysian employees of a France MNC who are basKthag Valley.

150 respondents are chosen out of estimated 200Mgees who are based at Klang
Valley. The 200 employees are inclusive of exptdremployees. In this study, first 50
respondents are examined in the pilot study betbs&ributing questionnaire to 150
respondents. Out of 150 questionnaires distributietf forms (94%) are returned.
However, only 130 survey forms (86%) are usable amdrpret in this study. The
remaining 12 survey forms contain missing valued meomplete response rendering

them to be unusable.
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3.3.2 Data collection procedure

The strategy follows to execute the research byraskhinistered questionnaires to
respondents. Clear instruction on completion ofdbestionnaire is also included. The
responses to the questionnaire analyzed using taest®al Package for the Social

Sciences (SPSS) software.

3.3.3 Dependent variable

The dependent variable, Malaysian employees’ orgdéional commitment to the

organization is measured using the 24-item scaleffettive (8 items), continuance (8
items) and normative (8 items). Meyer and Allerf991) Organizational Commitment

Questionnaires is adopted. A seven-point, Likepetgcale is used, which ranks from “1”
= strongly disagree to “7” = strongly agree anélkacross the items.

Measures of organizational commitment

Organizational commitment is defined as a stromgptification with and involvement in

the organization. Despite the prevalence of MowdBgrter, and Steers' (1979)
Organizational Commitment Questionnaire (OCQ) istpasearch, a multidimensional
view on organizational commitment has progressivatyerged during the last decade
(Vandenberghe, 1996). Gradually it has become t¢lesrorganizational commitment is
a multidimensional construct that involves thremelisions: affective, continuance and
normative and a better understanding of the empleyeelation with the organization

could only be achieved when all the dimensionstaken into consideration (Lease,
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1998). Meyer and Allen's multidimensional nature afjanizational commitment is
generally supported and common to Malaysia (Roger Ai, 1999; Chin and Brian ,

2004; Noor and Noor, 2006).

In meta-analysis of the antecedents, correlates @mbequences of organizational
commitment, Meyer et al., (2002) identify 155 resbareports that use one or more of
the measures of the Three-Component Model. MeyarAdien (1991, 1997) and Allen
and Meyer (1990, 1996) develop a three componeidehm’ commitment consisting of
affective, normative, and continuance domains. &fe commitment refers to
employee’s emotional attachment to, identificatissith, and involvement in the
organization. Continuance commitment refers to waraness of the costs associated
with leaving the organization. Finally, normativenamitment indicates a feeling of

obligation to continue employment.

Validity and reliability test
The Organizational Commitment Questionnaires measware employed by many

researchers including Wahn (1998) and Yousef (2000 purpose of conducting
Cronbach’s alpha test is to measure instrumentsitara homogeneous and reflect the
same underlying construct(s). In addition, RahnZarah and Kema (2008) also employ
Allen and Meyer’s Organizational Commitment Questiaires indicate that reliability
measured by Cronbach’s alpha coefficients of mbent0.8 are recorded for all the
dimensions of the variables. Majority of studiesttluse Allen and Meyer’'s (1991)

construct to measure organizational commitmenthle achieve reliability.
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3.3.4 Independent variables

There are two sets of independent variables insthidy. Firstly, Personal characteristics
include age, gender, tenure, marital status andatidn level. Secondly, work-related

variables are job satisfaction, job involvemenb gutonomy, job performance feedback,
role conflict and role clarity.

Personal characteristics

This questionnaire includes items about personatacteristics of the respondents. The
guestionnaire is developed in such a way that redgas have to tick the most

applicable box for each question. The questions &mndetermine whether personal
characteristics factors have a direct correlatiath wrganizational commitment. This

will able to predict a Malaysian employee’s orgatiznal commitment towards his or

her organization.

Six items are included in this personal charadiesigjuestionnaire, and these are listed
below.
¢ Nationality. This question is included to verifyatithe individual completing the
guestionnaire is Malaysian and not expatriate exdabmpany. It is essential that
the sample group comprise only Malaysian employees.
e Gender. This question is included to investigatthdre is a difference between

gender groups in terms of organizational commitment
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e Age. This question is included to determine if thex any significant difference
between Malaysian employees’ age and organizat@ramitment.

e Marital status. This question is included to inigestie if marital status influenced
the sample group’s level of organizational committne

e Educational level. This question is included toeistgate if educational level
influenced the sample group’s level of organizaalamommitment.

e Organizational tenure. This question is includeddeiermine if there is any
significant difference in terms of organizationantire with organizational

commitment.

Work-related variables
They are different types of measurement scalesouseasure six work-related variables.

The 3-item scale from Michigan Organizational Assesnt Questionnaire to measure
job satisfaction, 3-item scale derives from Loddwad Kejner’'s (cited in Cook, Hepworth,
Wall and Warr, 1981) to measure job involvemenited? scale adapts from Hackman
and Oldham (1975) Job Diagnostic Survey is usedhéasure job autonomy and job
performance feedback and 5-item scales from Ritimyse and Lirtzman (1970) is

employed to measure role conflict and role clarity.

Six work-related variables (job satisfaction, jobvalvement, job autonomy, job
performance feedback, role conflict and role cjaritave been identified in the empirical
literature to have statistically significant effeoh the variation of organizational
commitment among employees.
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Job satisfaction
A 3-item scale from Michigan organizational AssesamQuestionnaire is employed to

measure overall or global job satisfaction (Cammd&inchman, Jenkins and Klesh, 1979;
Spector, 1997) (see Appendix 1). The responsesnate on a seven-point, Likert-type
scale, which ranks from “1” = strongly disagre€1d = strongly agree and total across

the items.

Job involvement
A 3-item scale derives from Lodhal and Kejner's€diin Cook, Hepworth, Wall and

Warr, 1981) measure job involvement is employedtiiis study (see Appendix 1). The
responses are made on a seven-point, Likert-typle,sehich ranks from “1” = strongly

disagree to “7” = strongly agree and total acrbssitems.

Job autonomy
A 4-item scale adapts from the Hackman and Oldh#®7%) Job Diagnostic Survey is

used to measure job autonomy (see Appendix 1).résgonses are made on a seven-
point, Likert-type scale, which ranks from “1” =r@hgly disagree to “7” = strongly agree

and total across the items.

Job performance feedback
Four survey items derives from the Hackman and @&11975) Job Diagnostic Survey

is employed to measure job performance feedbaak Appendix 1). The responses are
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made on a seven-point, Likert-type scale, whictksainom “1” = strongly disagree to

“7” = strongly agree and total across the items.

Role conflict
A 5-item scale from Rizzo, House and Lirtzman, 193Cmployed to measure role

conflict (see Appendix 1). The responses are mada seven-point, Likert-type scale,
which ranks from “1” = strongly disagree to “7” fr@ngly agree and total across the
items.

Role clarity
A 5-item scale from Rizzo, House and Lirtzman, 193Cmployed to measure role

clarity (see Appendix 1). The responses are mada saven-point, Likert-type scale,
which ranks from “1” = strongly disagree to “7” fr@ngly agree and total across the

items.

3.3.5 Control variables

Recent studies also point to the importance of robnwariables in affecting

organizational commitment. Control variables exibat might conceivably affect

organizational commitment relationship. Therefam@ntrol variables are introduced and
defined. Trust, organization culture and leadersrig control variables include in this

study.

Trust
Trust refers to the person’s degree of confidemcéhé words and actions of another

(Lewicki, McAllister, and Bies, 1998). Trust in @ngizational authorities has been shown
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to influence a variety of subordinate’s work atlits and behavior (Brockner, Siegel,
Daly, Tylerm and Martin, 1997). When trust levete aigh, employees are supportive of,
or committed to, authorities and the institutiohattthe authorities represent. Brockner
and his colleagues (1997) reported that trust hassdaive although non-significant effect
on employee commitment. Brockner and his collead@897) discover that there is a

significant relationship between trust in leadgosdmd organization commitment.

Organizational culture
Organizational culture refers to a complex pattdrassumptions, beliefs, and values that

guide the behavior of individuals in organizatiohsk and Crawford (2001) find that
innovative organizational culture, characterized dywillingness to experiment and
innovate, is a strong predictor of organizationammitment among hospital nurses.
Similarly, Hatton and colleagues (1999) indicatat threater commitment among staff in
services for people with intellectual disabilitissassociated with cultures that are more
tolerant or staff oriented, achievement orientedpvative and rewarding. Furthermore,
organizational cultures that foster staff empowertnaad trust in management have been
linked to higher job satisfaction and greater oigmtional commitment (Laschinger,
Finegan, Shamian, and Casier, 2000; Laschingerm@haand Thomson, 2001). In
summary, organizational culture demonstrates a tanotisl relationship between

organizational commitment.

Leadership style
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Bass and Avolio (1993) claim that organizations eéhav kind of culture, which is

represent by the leaders who use transactionalramsformational leadership styles.
According to their findings, transactional cultuceeates only short-term commitment,
whereas transformational culture creates long-temmmitment. Transformational

behavior leader will share their values and beligh their followers and allows them to
understand the importance of their decisions (Basbs Avolio, 1993). Based on these
considerations, transformational leadership stgldelieved to have relationship with

organizational commitment.

3.3.6 Statistical analysis
There are 2 sections in questionnaire. Sectiongdiires respondents to give response to
guestions relation to personal characteristics.ti@ecB solicits responses on the

respondents’ organizational commitment and worktesl variables.

There are three types of organizational commitmeraffective, continuance and
normative. Each type of organizational commitmeas [8-item scale which requires

respondents to answer.

There are six work-related variables - job sati#bac(3-item scale), job involvement (3-

item scale), job autonomy (4-item scale), job penfance feedback (4-item scale), role

conflict (4-item scale) and role clarity (5-itermase).
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Three statistical tools are used in this study.rélee descriptive statistics, correlation
analysis and multiple regression analysis. The @sgpf descriptive statistics is to give
an overview of respondents’ profile. Correction lgss is to examine relationship
between two variables whether is dependent or mw#gnt variables. In addition,
multiple regression analysis is to determine tredjotive power of independent variable

on dependent variable.

Descriptive statistics
Descriptive statistics describe respondents’ charstics. Descriptive statistics measures

are helpful as preliminary tools for data descoiptiDescriptive statistics is used to give

summary data of personal characteristics questimnna

Pearson’s correlation statistics
In this study, Pearson’s correlation analysis can dxamined between personal

characteristics and organizational commitment dedyween work-related variables and
organizational commitment and; or between persehakacteristics and work-related

variables.

The other purpose of correlation analysis is tonera the potential multicollinearity

between variables more than two independent vasadnie highly correlated. When more
than two independent variables are highly corrdlatewould lead to damaging effects
on multiple regression (Donald and Pamela, 2008)eiMthis condition exists, it is risky

to interpret the coefficients as an indicator o€ trelative importance of predictor
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variables. Multicollinearity exists when the retatship among independent variables are
highly correlated (r = 0.9 and above) and Varianéation factor (VIF) values above 10
(Donald and Pamela, 2006).

In attempting to choose a particular significardt,tehe researcher examiniegest and
One-way Anova.T-test is a parametric test to determine the sialisignificance
between a sample distribution mean and One-way &ns\a parametric test for more

than two groups form the sample (Donald and Par2eRs).

Multiple regression analysis
Multiple regression analysis is often used to depel self-weighting estimating equation

by which to predict values for a criterion varialjtkependent variable — organizational
commitment) from the values for several predictariables (independent variables —
personal variables and work-related variables}his study, multiple regression enables
to determine which predictor variables (personaialdes or work-related variables)
have the most significant explanatory power on wigdional commitment. At the same
time, multiple regression describes the changea mhependent variable (employees’
organizational commitment), associated with changesone or more independent
variables (personal characteristics or work relaga@bles). Multiple regression analysis
might reveal a positive or negative relationshipoaghn employees’ organizational
commitment, personal characteristics and work edlavariables; and employees’

organizational commitment varies directly with cgas in their characteristics.
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The following multiple regression model is usedtést the influence of independent
variables (personal characteristics and work-rdlat@ariables) on organizational

commitment.

V=P LI+ 22 +P 3y 3+P A4 +POxS+POY6+P 7y 7+ 8 8+P Y O+

B 10y 10+p 11y 11+e

where:

Y = Organizational commitment;
1 = Age;

X2 = Gender;

x3 = Tenure,

x4 = Marital status;

xS = Education level;

X6 = Job satisfaction;

x7 = Job involvement;

x8 = Job autonomy;

x9 = Job performance feedback;
¥xl0 = Role conflict

xl1l = Role clarity

e = Error term

3.4 Chapter Summary

This chapter begins with the discussion on hyp@hetevelopment. Hypotheses are
formed to test and examine the relationship betwaanizational commitment and
independent variables (personal characteristics waodk-related variables). Then,

descriptions of research design including sampld data source, data collection
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