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ABSTRACT

The purpose of this study was to identify how perception of equity and justice played an
important role in employees’ satisfaction and commitment to the organization.‘ This study
examined the role of demographic factors as a moderator in linking organizational justice
and job satisfaction and organizational commitment in higher institution. It is also was
done to determine whether there are differences between lecturers and assistant registrars

on satisfaction and commitment to the organization.

This study involves lecturers and assistant registrars in University Utara Malaysia. The
population of this study is about 1012 for lecturers and 48 for assistant registrars. The
sample for lecturers included all the lecturers in the selected faculties. While the sample
for assistant registrars were using its population. A total of 500 questionnaires were
distributed and as a result, they were only 153 usable questionnaires, which is 119 for

lecturers and 34 for assistant registrars.

The various instruments were used in the questionnaire which is Distributive Justice
Index, Procedural Justice Scale, Job Diagnosis Survey, and Organizational Commitment
Questionnaire. The reliability of the instrument used is high, which is ranging from
0.9056 to 0.9507. The findings in this research are determined by using correlations and
regression and the comparison made by using T-test analysis and Anova. Using this kind
of analysis, the hypotheses generated could be determined whether to be rejected or
accepted. All six hypotheses were accepted. In the last chapter, some recommendations

have been made for future use of the researcher to enhance the added value of this

research especially in this academic field.
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ABSTRAK

Kajian ini bertujuan untuk mengenal pasti bagaimana persepsi keadilan dan ekuiti
memainkan peranan penting terhadap kepuasan dan komitmen pekerja terhadap
organisasi. Kajian ini juga mengkaji peranan faktor demografi sebagai penyederhana
dalam hubungan keadilan organisasi dengan kepuasan pekerja dan komitmen terhadap
organisasi dalam konteks pengajian tinggi. Di samping itu, kajian ini juga bertujuan
untuk menentukan sama ada terdapat perbezaan di antara pensyarah dan penolong

pendaftar ke atas kepuasan dan komitmen mereka terhadap organisasi.

Kajian ini melibatkan pensyarah dan penolong pendaftar di Universiti Utara Malaysia.
Populasi bagi kajian ini adalah seramai 1012 orang bagi pensyarah dan 48 orang bagi
penolong pendaftar. Sampel bagi pensyarah ialah semua pensyarah daripada fakulti yang
telah dipilih. Sementara sampel untuk penolong pendaftar dipilih menggunakan kaedah
kajian populasi kerana jumlahnya yang tidak ramai. Sebanyak 500 borang soal selidik
diedarkan dan hanya 153 borang soal selidik yang boleh diguna pakai, di mana 119
daripadanya mewakili pensyarah dan 34 mewakili penolong pendafiar.

Pelbagai instrumen digunakan dalam kajian ini iaitu Distributive Justice Index,
Procedural Justice Scale, Job Diagnosis Survey, and Organizational Commitment
Questionnaire. Kebolehpercayaan dan kesahihan instrumen yang digunakan adalah
tinggi, antara 0.91 hingga 0.95. Dapatan kajian ditentukan menggunakan korelasi dan
regressi dan perbandingan dilakukan menggunakan analisis T-test and Anova. Melalui
analisis ini, hipotesis yang dibangunkan boleh ditentukan sama ada diterima atau
sebaliknya. Semua hipotesis di dalam kajian ini diterima. Di dalam bab terakhir,
cadangan telah dikemukakan untuk kajian di masa hadapan bagi meningkatkan nilai

tambah kajian ini terutama di dalam bidang akademik.
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CHAPTER ONE

INTRODUCTION

1.1 BACKGROUND OF STUDY

Organizational justice can affect not only the long term viability of an
organization but also to a large extent determine the economic well being of a
nation and its competitiveness in the global front. It is therefore have a great
impact to the organizations especially in term of relationship between employer
and employee. Treating workers unfairly could create such things as negative
attitudes toward the selection system and toward the company, a decreased
likelihood of accepting job offer, a greater likelihood of legal action and among
those hired, poorer work attitudes and performance. Hence a lot of studies were
made in order to increase fairness in the workplace which is a key factor for
manager in reaching organizational goals that led to the successful of a nation as a

whole.

Greenberg (1990a, p.399) in his review on development of organizational justice
notes that “Social scientists have long recognized the importance of the ideals of
justice as a basic requirement for the effective functioning of organizations and
the personal satisfaction of the individuals they employ.” It is an important
societal value and feelings of injustice have important consequences for the

society and the workplace. Indeed, concerns about fairness have been expressed
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