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ABSTRAK

Tujuan utama kajian ini adalah untuk mengkaji hubungan antara persepsi terhadap
sokongan organisasi, persepsi terhadap sokongan penyeliaan, kepuasan kerja dan
komitmen organisasi dalam kalangan pekerja di industri perkapalan Malaysia. Persepsi
terhadap sokongan organisasi, persepsi terhadap sokongan penyeliaan, dan kepuasan kerja
adalah pembolehubah bebas dan komitmen organisasi adalah pembolehubah bersandar.
Kajian ini menggunakan persampelan rawak mudah. 200 soal selidik diedarkan di Ocean
Alliance atau organisasi perkapalan West Ports di Lembah Klang dan hanya 182 soal
selidik yang telah dikembalikan. Data dikumpulkan melalui tinjauan soal selidik. Data
dianalisa menggunakan perisian SPSS versi 23. Analisis yang digunakan ialah analisis
kebolehpercayaan, analisis deskriptif, analisis korelasi (Analisis Korelasi Pearson) dan
analisis regresi (Analisis Regresi Berganda). Analisis korelasi Pearson menunjukkan
hubungan positif dan signifikan antara persepsi terhadap sokongan organisasi, persepsi
terhadap sokongan penyeliaan, kepuasan kerja dan komitmen organisasi. Hasil analisis
regresi menunjukkan 23% dari faktor persepsi terhadap sokongan organisasi, persepsi
terhadap sokongan penyeliaan, dan kepuasan kerja dalam kajian ini menyumbang kepada
komitmen organisasi.Hasil regresi menunjukkan Persepsi terhadap sokongan penyeliaan
tidak menunjukkan hubungan yang signifikan dengan komitmen organisasi, sedangkan
persepsi terhadap sokongan organisasi, dan kepuasan kerja mempunyai hubungan positif
dan signifikan dengan komitmen organisasi.

Kata kunci: Persepsi terhadap sokongan organisasi, persepsi terhadap sokongan
penyeliaan, kepuasan kerja, komitmen organisasi


































































1994; Fields, 2002; Liao & Chuang, 2004; Mathews & Shepherd, 2002; Parker, Williams,
& Tumer, 2006; Riketta, 2002). It takes the similar approach and focus on attitudinal (or
affective) commitment rather than other forms of commitment. Allen and Grisaffe (2001)
draw on Ostroff (1992) and propose that the relationship between organizational
commitment and results may be stronger at the unit level. Since it is affective commitment,
employees behave in ways to support service performance both by avoiding pointless
behaviors and focuses on employees who performs the best thus filling in the ‘gaps’ left
by others (Allen & Grisaffe, 2001). Pointless behaviors are not evaluated although they are
likely to affect some unit performances, as well as customer assessments of service. It
depends on efforts made by employees during the interaction with others when they
perform the service. For example, service delivery depends significantly on the behavior

of multiple employees in work units (Liao & Chuang, 2004).

Extremely committed are less likely to leave gaps in service. For example, having longer
tenure, higher rates of attendance, punctuality are more likely to gather tacit knowledge of
products and customers that complete sharing used to fill gaps in other employees’
knowledge in their unit (Batt, 2002). Allen and Grisaffe’s ‘filling-in-the-gaps’ idea proved
that at the unit level comes from findings that relate to the organizational commitment on
employee behaviors that support those around them and inspire interdependent working.
Such also where organizational commitment relates to customer satisfaction via
organizational citizenship behavior (Nishii et al., 2008). They share to the mission and
vision of the organization. Therefore, their commitments are not affected by the low

satisfaction of pay, promotion or security. Same as, if shipping industry is accomplish of
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shows high availability of supervisory support (Wei-Chi Tsai & Hao-Yi Chen, 2016).
Rhoades and Eisenberger (2002) exposed that perceived supervisor support has effect on
employees’ performance. Immediate supervisor may contribute to employee’s interest as
well as the outcomes including role conflict and retention (Thompson, Beauvais & Lyness
1999; Thompson, Thomas & Maier 1992). Supervisory support is also defined as the level
to which employees identify that their supervisor is affording support and encouragement
for work performance and concerns of employees (Burke, Borucki, & Hurley, 1992).
Supervisors are not only main sources of information, but also influence employees’
perceptions of their work climate at organizations (Wadhwa, 2012). In other point of view,
Non-supportive supervisors may also be unsuccessful in communicating well with their
subordinates (Burke et al., 1992), which will decrease employees’ commitment to the
organization. Therefore, supervisor is an important role in their enhancing the employees

work duration.

For newcomers, adjusting with the organization, acting as mentors to more experienced
employees, and at the same time continuing to provide critical feedback and assessment on
ongoing basis and through the appraisal system for organizations, supervisors are crucial
in providing support (Kidd & Smewing, 2001). Supervisor support has been noted in
numerous studies as positively related to organizational commitment (Landsman, 2001;
Leiter & Maslach, 1988). However, in Anglo American culture, the relationship between
supervisor support and organizational commitment is significant despite the fact that
supervisor support is seen in different perspectives in distinct cultures (Glazer, 2006).

Employees might be more committed to their company when they perceived that their
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On the other hand, employees with high satisfaction leads to great production and great
performance (Judge et al., 2001). Subsequently, job satisfactions related to increased
employee productivity and performance (Judge & Bono, 2001; Nadarajah et al., 2012). The
primary reason for job satisfaction has become such heavily studied notion is its impact on
various organizational outcomes such as commitment, performance and identification (P.
Sharma, 2017). Job satisfaction is an important factor as it motivates employees to work
and eventually leads to prospects of success because of their efforts. When these prospects
are realized, satisfaction occurs. Moreover, a moderate relationship exists between an
individual’s success and the perception of intrinsic and extrinsic satisfaction. There is a
weak association between the perception of general satisfaction and the perception of
success (Gamze Yorgancioglu Tarcan, Menderes Tarcan & Mehmet Top, 2016). Desires
and necessities are closely related to the individual’s personality and ego. Therefore, job

satisfaction can also be defined as a way to satisfy an individual’s ego (Eren, 2001).

Job satisfaction is well-defined as the reaction of an individual to specific dimensions of
his or her job role (Locke, 1976), and “the perception that one’s job fulfills or allows the
fulfillment of one’s important job values to the degree that those values are congruent with
one’s needs” (Traynor and Wade, 1993, p. 128). Thus, it is not surprise that managers,
supervisors, human resource specialists, employees, and citizens in general are concerned
to improve on job satisfaction. (G. Huby et al, 2002). In general, job satisfaction evaluation
is based on human interpretations, which are vague and uncertain. Perception and feelings,
which underlie the job satisfaction factors are rather qualitative indices expressed as “very

satisfied”, “less satisfied”, etc .(S. Z. Eyupoglu, K. 1. Jabbarova & K. R. Aliyeva ,2017).
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Industrial organization psychology studies on the performance—satisfaction relationship
assume that it goes from productivity to satisfaction (Judge, et al 2001). Its size increases
with the complexity of the job: since complex tasks may also be more challenging and
meaningful, they are driven by autonomous motivation, which is positively associated with
both effective performance and job satisfaction (Cecilia Albert, Maria A. Davia & Nuria
Legazpe, 2016). Looking at each perspective critically does not necessarily solve the
problem on how to explain job satisfaction. It is perhaps better to examine job satisfaction
in relation to the context in which it is being studied and use theory that applies most
appropriately to that context (Armnolds & Boshoff, 2002). Although job satisfaction is
reportedly relevant across all cultures, there appears to be cultural differences in job

satisfaction. (Robbins and Judge, 2015).

Job satisfaction been positively correlated with organizational commitment (Mowday et al,
1979; Schwepker, 2001). Job satisfaction, burnout and organizational commitment of
emergency health professionals found significant effects of burnout and job satisfaction on
effective commitment, which is one of the organizational commitment dimensions
(Akpinar, Tas, and Okur, 2013). In addition, high level of job satisfactions is always
linkable with affective commitment. Therefore, researchers reveal that this job satisfaction
is one of the significant antecedent in affective commitment (Allen & Meyer, 1996; Iverson
& Roy, 1994). Affective commitment develops from work experiences such as job
satisfaction, value congruence and organizational fairness (Wasti, 2002). Researches from
various countries have confirmed that job satisfaction and organizational commitment are

statistically significant of employee absenteeism or turnover, or their intent to quit (Lee et
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Table 3.3 (Continued)

Operational

Cronbach's

Variables Definition Number of Item Alpha Sources
inversely 4) My values and those of the
relate to organization are very similar.
turnover "

5) I'am willing to put in a
great deal of effort beyond that
normally expected in order to
help the organization to be
successful.

6) [ am very proud to tell
others that [ work for the
organization.

3.4.4 Organizational Commitment

According to Allen and Meyer (1996), organizational commitment measured with 18-

items scales such as “I would be very happy to spend the rest of my career in this

organization”. The researcher adopted the questionnaire and the Cronbach alpha for the

(Allen & Meyer, 1996) study is 0.79. There are 5-point Likert scale range from strongly

disagree to strongly agree applied on the questionnaire.

Table 3.4

ltems represents the Organizational Commitment

. Operational Cronbach's
Variables Definition Number of [tem Alpha Sources
Organizational 'A 1) I would be very happy 0.79 Allen &
Commitment  psychological to spend the rest of my Meyer,
state that is career in this organization. (1996).

refp resentative 2) L really feel as if this
otan , organization’s problems
employee’s

. . are my own.
relationship
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Table 3.4 (Continued)

. Operational Cronbach's
Variables Definition Number of Item Alpha Sources
with 3) I do not feel like part
organizations." of my family at this
organization.
4) 1 do not feel

emotionally attached to
this organization.

5) This organization has
a great deal of personal
meaning for me.

6) I do not feel a strong
sense of belonging to
this organization.

7) It would be very hard
for me to leave my job at
this organization right
now even if I wanted to.

8) Too much in my life
would be disrupted if I
decided T wanted to

leave my organization.

9) Right now, staying
with my job at this
organization is a matter
of necessity as much as
desire.

10) I believe I have too
few options to consider
leaving this organization.

11) One of the few
negative consequences
of leaving my job at this
organization would be
the scarcity of available
alternative elsewhere.

12) One of the major
reasons [ continue to

42



Table 3.4 (Continued)

Variables

Operational
Definition

Number of Item

Cronbach's
Alpha

Sources

work for this
organization is that
leaving would require
considerable personal
sacrifice.

13) [ does not feel any
obligation to remain with
my organization.

14) Even if I were to my
advantage, I do not feel it
would be right to leave.

15) I would feel guilty if
I left my organization
now.

16) I would not leave my
organization right now
because of my sense of
obligation to it.

17) It would be wrong to
leave my organization
right now because of my
obligation to the people
in it.

18) I owe a great deal to
my organization.
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Job satisfaction is one of the attitudinal constructs which is related to organizational
commitment. Organizational commitment focuses on attachment of an organization as a
whole, including the goals, values and job satisfaction focuses on the specific task
environment when employees perform his or her duties (Mowday et al., 1979). Employee
may show high level of job satisfaction without having a sense of attachment to, or
obligation to remain in, the organization. However, in other perception, a highly committed
employee may dislike the job he/she is doing (exhibiting low levels of job satisfaction)

(McPhee & Townsend, 1992).

5.3 Implications of the study

In general, research implication can be categorized into practical implication and
theoretical implication. In this context, the practical implication of a research is improving
and solving particular issues which are related to the study. On the other hand, theoretical
implication emphasizes on existing theory in any field of human endeavors. The practical
implications that can be drawn from this study are that organizations trying to foster
organizational commitment are more likely to be successful if they provide employees with
wide support. Organizational commitment brings many significant effects to the
organization that gives a great impact on the image and reputation of the organization.
Employees with the highest organizational commitment were committed to their career and
would remain in the organization. Consistent with social exchange theory, organizations
that are perceived to show concern and care towards their employees create feelings of
obligation for the employees to reciprocate through outcomes like organizational
commitment (Saks,2006). Committed employees will stay longer with organization and

satisfied with their organization. This will enhance the productivity and more
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APPENDICES

Appendix A: Questionnaire Survey

SURVEY QUESTIONNAIRE
A SURVEY ON ORGANIZATIONAL COMMITMENT AMONG GENERATION Y

Dear participants,

I am Master of Human Resource Management student of Universiti Utara Malaysia and
conducting a survey entitled “The Relationship between Perceived Organizational Support,
Perceived Supervisory Support and Organizational Commitment among Generation Y in
Shipping Industry” to fulfil the Master’s requirement of the university.

The information that you provide for the purpose of this study will be STRICTLY
CONFIDENTIAL and for academic purpose only. Hence, your honest and accurate
information are very much needed and appreciated.

I understand of your tight schedule and would appreciate if you could spend 10-15 minutes
of your precious time to complete this questionnaire. If you have any questions or concern,
please feel free to contact me.

Thank you so much for your time and cooperation.

Yours sincerely,

Bathmavathy Ramachandran Supervisor: Dr. Hadziroh Ibrahim
No h/p - 010-4338%74 No Tel: (604)-9285656
E-mail E-mail
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Section A: Demographic Profile

Please tick (/) the most accurate answer.

1- Age:
No
2 | Gender:
Male l__, Female I__|
3 | Race:
Malay Chinese
Indian Others
4 | Marital Status:
Single Married U
Divorce
5 | Position:
Top Management Middle Management
Operating Management Customer Specialist
6 | How long have you being working for the shipping organization?
Less than 1 year 5-10 years
r___. —
1-4 years || more than 10 years ]
7 | Which shipping organization are you in?
O0OCL Evergreen line ]
China Cosco Shipping z Others |
CMA CGM
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iv)

Organizational Commitment

Reliability Statistics

Cronbach's
Alpha N of ltems
.841 18
item-Tota! Statistics Iltem Statistics
Scale Scale Std.
Mean if | Variance | Corrected | Cronbach's Mean | Deviation N

ltem if Item ltem-Total | Alpha if ltem AC1 3.1978 96594 182
Deleted | Deleted | Correlation Deleted AC2 3.0604 82882 182
ACA1 53.42861 55.053 573 825] JAC3 2.8681 .78956 182
AC2 53.5659 58.733 376 .836 AC4 2.9505 .79555 182
AC3 53.7582 64.019 -.035 .853 AC5 3.2637 72577 182
AC4 53.6758 62.088 118 .847 ACH 2.7418 .82389 182
AC5 53.3626 | 59.260 .395 .835] |CC1 3.3462 .90789 182
AC6 53.8846| 62.290 .095 .849] | cc2 3.2857 .93177 182
CC1 53.2802 55.043 .619 .823 CC3 3.4945 .81252 182
CC2 53.3407 | 55.010 .602 8241 | CC4 3.3791 .85022 182
CC3 53.1319 56.734 .556 .827 CC5h 3.1484 .76183 182
CC4 53.2473 55.126 .662 .822 CCs 3.2637 .79827 182
CC5 53.4780| 61.400 .186 .844 NC1 3.1044 .79019 182
CCs 53.3626 58.398 423 .834 NC2 3.2198 85142 182
NCA1 53.5220 63.245 .026 .851 NC3 2.8681 1.00506 182
NC2 53.4066 | 55.535 626 .823 NC4 3.2253 .92767 182
NC3 53.7582| 54.737 .569 .826] |NC5 3.1209 .86472 182
NC4 53.4011( 53.391 734 .817 NC6 3.0879 .93606 182

NC5 53.50565 56.550 .531 .828

NC8 53.5385 53.841 .690 .819
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