Journal of Business Economics and Management
ISSN 1611-1699 print/ISSN 2029-4433 online
2013 Volume 14(5): 903-922
doi:10.3846/16111699.2012.701226

RELATIONSHIP BETWEEN RETENTION FACTORS
AND AFFECTIVE ORGANISATIONAL COMMITMENT
AMONG KNOWLEDGE WORKERS IN MALAYSIA

Nilufar Ahsan!, David Yong Gun Fie2,
Yeap Peik Foong?, Syed Shah Alam*

L2 3Faculty of Management, Multimedia University, 63100 Cyberjaya, Selangor, Malaysia
‘Faculty of Economics and Management, Universiti Kebangsaan Malaysia,
UKM Bangi, Selangor, Malaysia
E-mails: 'nilu_far70@yahoo.com (corresponding author); *gfyong@mmu.edu.my;
Spfreap@mmu.edu.my; *shahalam@ukm.my

Received 25 September 2011; accepted 06 June 2012

Abstract. This research explores the issues that influence affective commitment among
knowledge workers in Malaysia. The determinants of affective commitment among
knowledge workers that have been examined from the Malaysian knowledge workers’
perspective under this study including compensation, career opportunity, training and
development, supervisor support, job autonomy, work life policies and skill varieties. A
conceptual framework is constructed based on the retention factors and research hypoth-
esis are then developed in order to focus attention on sets of factors that influences affec-
tive commitment among knowledge workers in Malaysia. Results of regression analyses
revealed that all but supervisor support and skill variety were significant predictors of af-
fective commitment among knowledge workers in Malaysia. Recommendations for future
research are presented for industry bodies involved in supporting retention of knowledge
workers in Malaysia.
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1. Introduction

Recently researchers, managers and supervisors in organisations are very much con-
cerned about employee retention and the employees’ turnover which are two most im-
portant topics in organisational research. Low retention rate of employees ultimately
give the result that extra time and money are spent on recruiting, selecting, and training
new employees that could have been spent on other activities like performance improve-
ment or career development of employees (Abbasi, Hollman 2000; Arkin 1997; Muchn-
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insky 1997; Sighter, Adams 1999). Moreover, Sightler and Adams (1999) reported that
organisations may experience a decrease in performance, efficiency, and morale, and an
increase in the disorder of social networks, group cohesion, and communication due to
low retention levels of employees in the organisations. The companies that cannot retain
their employees may affect economics result of the organisations and finally become the
competitors for the organisation as well (Day 2000).

To survive in this present competitive business environment, it is important for organisa-
tions to retain their committed employees because of the high cost of recruitment and
selection (Pfeffer 1998), the lag and productivity loss during the assimilation period
(Davies 2001), the likely loss of business opportunity (Walker 2001), poor customer
relationship (Clarke 2001; Messmer 2000), and hidden cost of loss productivity (Das
2002). According to Storey (1992), employers seek to treat employees as valued assets
who can be a source of competitive advantage through their commitment, trust, adapt-
ability and high quality skills and knowledge. This empowerment ultimately increases
the competitiveness of the business. Arthur (1994) concluded that by using commitment
strategies, organizations had significantly higher performance and lower turnover, com-
pared to those using control strategies.

According to Beck and Wilson (2001), although numerous researches have been studied
about organizational commitment, but there is a doubt on how the factors purported to
be associated with it contribute to its development or how these organizational factors
can be managed to promote the development of organizational commitment. It is now
widely accepted that retention factors, and trust within the organization are some of
the organizational factors that have been associated with organizational commitment
(Meyer, Allen 1997; Damayanti 2009). Commitment has also been related to valuable
outcomes for both the employee and employer. Benefits for the employee may include
improved well-being from, for example, increased moral strength and reduced stress to
increased organizational commitment (Mayer, Allen 1997). Benefits for the employer
from increased commitment can include decreased absenteeism, lateness and turnover,
as well as improved productivity (Mathieu, Zajac 1990; Mayer, Allen 1997; Mowday
1998; Randall 1987). Nik Mutasim and Hizam (2002) studied commitment to profes-
sion and organization and tried to identify its conflicts or compatibility. This study sug-
gested to conduct research on the concepts on other samples in Malaysia. Having the
potential to product advantageous financial and psychological outcomes, organizational
commitment is important for every type of organization. Interestingly not enough, or no
study so far has examined knowledge workers’ organizational commitment in Malaysia.
Moreover, it is not clearly known what factors contribute to the organizational commit-
ment of knowledge workers, especially IS/IT personnel in Malaysia.

The major challenges of all types of organizations across all management levels are
retaining knowledge workers who have high competitive value (DeLong 2004; Frank,
Finnegan, Taylor 2004; Jamrog 2004; Ready, Conger 2008; Somaya, Williamson 2008).
According to Paul (2000) in this globalization era attracting and retaining highly skilled,
independent, internationally marketable and mobile individuals are crucial for the or-
ganizations for its present and future success. In the changing world of work, the psy-
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chological contract between employer and employee has changed fundamentally (Lee
2001) and long term commitment to an organization is no longer expected by either
party (Armstrong, Murlis 1998). Nowadays most of the organizations become increas-
ingly dependent on knowledge workers. In an organizational life it is crucial to increase
retention and decrease turnover and attract and retain key talents and has become more
important for improving the competency level (Bussin 2002).

Commitment has been defined and measured in many ways. Researchers agreed that
commitment can take different forms, and that it is a complex construct (Meyer, Al-
len, Smith 1993; Mottaz 1988). Researchers have devoted much attention to the matter
of identifying the predictors of organizational commitment. Predictors of commitment
have been studied, not merely to produce commitment as an end in itself, but as a means
of linking commitment to desirable organizational outcomes such as improved attend-
ance and improved performance (Mottaz 1988).

2. Literature review

2.1. Definition of knowledge workers

The review of the terms “knowledge”, “knowledge work”, “knowledge companies”,
“knowledge management” and “knowledge workers” has many implications. It leads
to an understanding that organizations need to look after the valuable asset (i.e. knowl-
edge) that their knowledge workers have. Drucker (1959) first used the term “knowledge
worker” (KW) to mean a worker that works with intangible resources. Drucker (1994)
defined KW as an employee who applied theoretical and analytical knowledge, acquired
through formal education to develop new products or services (Ramirez, Nembhard
2004; Scott 2005). Some researchers argued that knowledge could also come from
informal education such as experiences in specific areas or organizational knowledge
(Nickols 2000). A knowledge worker is anyone who works for a living in the tasks of
developing or using knowledge (SearchCRM.com. 2003). For example, a knowledge
worker might be someone who used to work at any of the tasks of planning, acquiring,
searching, analyzing, organizing, storing, programming, distributing, marketing, or oth-
erwise contributing to the transformation and commerce of information and those (often
the same people) who work for using the knowledge produced in this way.

In the local context of Malaysia, the Malaysian Development Corporation defines
knowledge workers, cited by Nor et al. (2006) as, follows:

“A knowledge worker is an individual who possesses one of these qualifications: five or
more years’ of professional experience in multimedia/information and communication
technology (ICT) business or in a field that is a heavy user of multimedia; a university
degree (in any discipline) or a graduate diploma (multimedia/ICT) from a professional
experience in multimedia; and a master degree or higher in any discipline.”

Accordingly, all Malaysian workers who possess any higher qualification are considered
by the government as knowledge workers, even when they do not continue to work in
their own fields. In addition, the Malaysian definition of knowledge workers seems to
focus on information technology, though it is known that information technology is only
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a tool to enable knowledge workers to perform their tasks faster and more efficiently
(Davenport, Prusak 2000; Crayson, O’Dell 1998; Kermally 2002). By looking at this
definition, Malaysia will have more than enough knowledge workers in the future, as
there will be many university graduates with diverse backgrounds who will finish their
schooling by the year 2020 (Malaysia 2001: 104—106).

2.2. Factors affecting organizational commitment

Literature on retention of employees reported that many organizations faced the im-
perative task of retaining their employees as well as making sure that their employees
remain loyal and committed to their organization (Brown, Yoshioka 2003; Lazarova,
Caliguiuri 2001). Primary concerns of retaining employees with their current organiza-
tion are the factors that causes retention. In this current trend of organization like high
technology company, most important and interesting issue and important question for
employers and researchers is to retain their valuable and committed workers. Nowadays,
high technology company is struggling to retain their valuable technical employees due
to the shortage of skilled and experienced employees and the aggressive recruitment
tactics of others in the high technology arena. Thus, here employers seek to treat em-
ployees as valued assets who can be a source of competitive advantage through their
commitment, trust, adaptability and high quality skills and knowledge (Storey 1992).
This empowerment should increase the competitiveness of the business. Empirical study
by Igbaria and Greenhaus (1992), and Igbaria and Guimaraes (1999) reported that orga-
nizational commitment would play an important role for the IT personnel.

“Is retention of employee important?” and “is employee commitment also important?”,
these two research questions are arising when researchers conduct research in organisa-
tional behaviour. Retaining skilled and technical staff and keeping staff loyal and com-
mitted to the organisation is a difficult task for an organisation (Brown, Yoshioka 2003;
Lazarova, Caliguiuri 2001). Researchers and employers find that this is very interesting
issue in the present trend of organization like high technology company. Nowadays,
High Technology Companies are struggling to retain their valuable technical employees
due to the shortage of experienced candidates and the aggressive recruitment tactics of
the others in the high technology arena (Damayanty 2009). So, most of the employers
seek to treat technical employees as valued assets who can be a source of competitive
advantage through their commitment, trust, adaptability and high quality skills and
knowledge (Storey 1992). This empowerment will increase the competitiveness of the
business (Damayanty 2009).

On the other hand, to have committed employees in the organization and to increase
retention of their employees, the employer needs to identify the factors those signifi-
cantly influence organizational commitment. Coff (1996) states that the main reasons of
tendency of leaving outstanding employees are dissatisfaction, underpayment, demoti-
vation, not providing training facilities for development and do not provide opportunity
to get promotion. When companies try to retain these employees, they may demand
higher wages, may not comply with organizational practices, and may not interact well
with their co-workers or may not comply with their supervisor’s directions. According
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to Dawley et al. (2007), strong (and weak) supervisor’s support has shown to affect
employees in several ways. Strong supervisor’s support is one of the key elements of
retaining employee in the job. Study by Munn et al. (1996) found that supervisor’s
support was the best predictor of job satisfaction and intention to quit the company.
Similarly, Hatton and Emerson (1998) found that low levels of supervisor’s support
were associated with increased turnover.

Job characteristic is one of the most important factors having beneficial effect on or-
ganizational commitment. Hackman and Oldham (1976) stated that five core charac-
teristics, such as skill variety, task significance, task identity, autonomy and feedback
are major characteristics that motivate employees in the job. Allen et al. (2004) found
that all the job characteristics have significant effects on organizational commitment.
The degree of autonomy was found to be positively related to all three measures of
organizational commitment (Johns 2005). According to Marsh and Mannari (1977), the
higher level of job autonomy that the individual possesses, correlates negatively with
turnover. These diverse findings make it interesting to see whether different job char-
acteristics are significantly correlated with organizational commitment of knowledge
workers in Malaysia.

Ahmad and Bakar (2003) found that training of employees i.e. availability of training,
support for training, motivation to learn, training environment, perceived benefits of
training were all significantly correlated with organizational commitment. Nik Mutasim,
Shahid and Alam (2011) study also confirmed significant relationship between training
and organizational commitment. A number of researchers argued that compensation has
been viewed as one of the most interesting variable to be examined in the context of em-
ployees’ behavior. For example, Nik Mutasim et al. (2011), Barber and Bretz Jr. (2000)
and Chiu et al. (2002) studies have also explored the relationship between compensa-
tion elements (e.g. money and benefits) and the attraction, retention and motivation of
employees, and compensation contributes to retain and get the employees involve the
employees in the success of the organization (Hiltrop 1999; Mc Mahan et al. 1998). In
contrast, work life policies are considered as having a strong relationship with organi-
zational commitment (Dockel 2003).

2.3. Theoretical framework and hypotheses

In this study, seven factors have been identified, based on past research, as retention
factors which are influencing affective organizational commitment namely compensa-
tion, career opportunity, training and development, supervisor’s support, job autonomy,
work life policies and skill varieties. The first factor to be investigated in this study
is compensation. Hoyt and Gerdloff (1999) reported that compensation offers an op-
portunity for security, autonomy, recognition and improvement of self-worth. These
increased feeling of self worth and importance should lead to affective commitment
(Mathieu, Zajac 1990). Igbaria and Greenhaus (1992) research has proven that salary is
positively related to organizational commitment. Schaubroeck et al. (1994) argued that
perceptions of fairness in compensation had been shown to be positively linked with
affective organizational commitment.
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Tendency towards blocking high technology professionals has ultimate results in the
form of less commitment to their employers. Igbaria and Greenhaus (1991) found that
employees whose career orientations were compatible with their job settings reported
high job satisfaction, high career satisfaction and strong commitment to their organiza-
tions and low intention to leave the organization.

Employee training is intended to provide an opportunity for advancement and might
be perceived that “the organization values them and bolster their sense of self worth,
therefore building a stronger affective commitment” (Meyer, Allen 1997). Training,
if put to use in the job, should increase affective organizational commitment through
its link to increase job scope. This response can be a function of closer psychological
attachment to the organization and its goal (McElory 2001). Pare et al. (2001) found
training positively related to affective commitment.

Eby et al. (1999) indicated that a work environment is characterized by participation in
important work related decisions, supervisory feedback and support and rewards, that
are perceived as fair and equitable (Bandura 1986). These provide individuals with the
chance to make a difference in terms of the job, try out new skills, exercise discretion
and receive feedback on their performance. These work conditions are expected to
increase individuals’ intrinsic motivation by providing affirmation that their efforts are
valued (Thomas, Valthouse 1990). Pare et al. (2001) indicated that recognition from the
supervisor was found to be related to affective commitment. The reason for this might
be that high technology employees explore new solutions and get feedback and recogni-
tion from supervisors, which ultimately increases their feelings of self-worth, not their
obligation to stay at the company.

In the research model, job autonomy is conceptualized as direct relationship between
affective organizational commitments. Brown and Peterson (1994), Niehoff et al. (1990)
and Westman (1992) argued that several streams of research suggest a positive relation-
ship between job autonomy and employee affective responses, such as job satisfaction
and organizational commitment.

Gover and Crooker (1995) empirically tested the effects of work and family benefits on
organizational commitment. According to them benefits include parental leave, flexible
schedules, childcare assistance and childcare information. Employees who had access
to work/life policies showed significantly greater organizational commitment and ex-
pressed significantly lower intention to quit their jobs. Work/life policies were reported
by Pare et al. (2001) to be related to affective commitment.

Mathieu and Zajac (1990) found a positive correlation between skill variety and organi-
zational commitment. One way that individuals may develop a sense of competency is
by working in a job with high skill variety (Hackman, Oldham 1975, 1976). Skill vari-
ety relates to feelings of belonging and sense of attachment to the organization (Meyer,
Allen 1991). According to Mathieu and Zajac (1990) skill variety is one of the factors
which influence affective organizational commitment.
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2.4. Hypotheses of the study

The general research aim of this paper is to understand the relationship between various
retention factors influencing affective organizational commitment. This objective was
addressed through quantitative analysis. Seven hypotheses were derived to examine the
objective of this study:

H1: There will be positive relationship between compensation and affective commit-
ment.

H2: There will be positive relationship between career opportunity and affective com-
mitment.

H3: There will be positive relationship between training and development and affective
commitment.

H4: There will be positive relationship between supervisor’s support and affective com-
mitment.

HS: There will be positive relationship between job autonomy and affective commit-
ment.

H6: There will be positive relationship between work life policies and affective com-
mitment.

H7: There will be positive relationship between skill varieties and affective commit-
ment.

3. Reliability

The measurement of reliability provides consistency in the measurement of variables.
Zhang et al. (2000) argued that internal consistency reliability is the most commonly
used psychometric which is measured assessing survey instrument and scales. It is stated
by Kim and Cha (2002) that Cronbach alpha is the basic formula for determining the
reliability based on internal consistency. Table 1 shows the number of items compris-
ing each scale. The reliability reported by Moore and Benbasat (1991) for the scale and
Cronbach’s alpha for scale reliability is obtained for our sample. The alpha values for

Table 1. Reliability analysis

Variables Items Coefficient Alpha
Affective Commitment 6 items .909
Compensation 6 items 937
Career Opportunity 6 items 917
Training & Development 6 items .936
Supervisor Support 7 items 924
Job Autonomy 4 items .808
Work/life policies 6 items .907
Skill Varieties 6 items .905
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affective commitment yields reliability co-efficient of 0.909. This value far exceeds the
minimum standard of 0.7 set by Nunnally (1978). Similarly, the six statements measure
for compensations generates a Cronbach Alpha value of 0.937, highlighting an internal
consistency in the measurement.

The values of alpha obtained for career opportunity is 0.917, which suggests that scale
is reliable for use in this study. The measures for training & development, supervisor’s
support, job autonomy and work/life policies gave respective Cronbach Alpha values of
0.936, 0.924, 0.808 and 0.907 which are also supportive. The high reliability coefficient
for skill varieties (0.905) indicates high internal consistency among its statements. This
is consistent with reports by Nunnally (1978).

4. Multicollinearity

Non-existence of Multicollinearity is another important assumption to be examined.
The multicollinearity is a question of degree. Tolerance test was carried out for each
independent variables by selecting Collinearity diagnostics in SPSS as recommended
by Norusis (1994). None of the tolerances for each of the independent variables is, 01
or less than 0.01 (Table 2). The results of collinearity test show that the data are not
seriously multicollinear.

Table 2. Test of collinearity

Variable Tolerance VIF
Compensation 478 2.093
Career Opportunity 571 1.752
Training & Development 593 1.687
Supervisor Support 468 2.135
Job Autonomy .621 1.611
Work/life policies 447 2.238
Skill Varieties 425 2.355
Trust .610 1.640

Another important assumption which is evaluated is multicollinearity. To test multicol-
linearity, Kleinbaum et al. (1988) suggested computing as the Variance Inflation Factor
(VIF) for each independent variable. They also suggested that, as a rule of thumb, if the
VIF of a variable exceeds 10, that variable is said to be highly collinear and will pose
a problem to regression analysis. This condition is adopted to check multicollinearity
among the independent variables. Table 2 shows the variables together with their respec-
tive VIF values. From the table, all of the VIF values are well below 10, ranging from
2.238 to 7.255. Therefore, there is really no problem of multicollinearity. The acceptable
Durbin—Watson range is between 1.5 and 2.5. In this analysis Durbin—Watson value of
2.033, which is between the acceptable ranges, shows that there were no auto correlation
problems in the data used in this research. Thus, the measures selected for assessing
independent variables in this study do not reach levels indicated for multicollinearity.
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To test the multicollinearity, the correlation matrix of the variables was studied to iden-
tify the occurrence of multicollinearity. The correlation coefficient is a measure of the
closeness of the relationships or association between independent and dependent vari-
ables (Hair et al. 1995). Multicollinearity problem exists when the independent variables
are too highly correlated (Kothari 1995). For the interval scale of the nature of the vari-
ables in this study Pearson correlation is appropriate (Sekaran 2000). The correlation
also ensures that the Pearson’s » between each pair of independent variables does not
exceed 0.85. The results indicate that none of the squared correlations was close to 0.85
to suggest a problem with multicollinearity among the research variables (Hair et al.
1995). All the relationships are related to the expected direction and were significantly
correlated. Therefore, there is no evidence of significant multicollinearity among the
research variables.

5. Hypotheses relating to retention factors and affective commitment

The results show that the multiple regression coefficients (R) of the seven independent
variables and affective commitment R was .716 and R Square was .512. Table 3 shows
the aggregate effect of regression analysis.

Table 3. Aggregate effect of the seven independent variables on affective commitment

R R Square  Adjusted R Square  Std. Error of the Estimate  F Value Sig. F
716 512 .504 42735 62.126 .000

The results suggest that the seven factors are considered in the mode of account for
51 per cent (R Square) of the variation in knowledge workers working in the IT Malay-
sian IT sectors on affective organizational commitment. This is significantly explained
by the groups of seven independent variables, as shown by the large F value of 62.126
(p < .000). Therefore, there is evidence that these seven independent variables signifi-
cantly affect organizational commitment by the knowledge workers in Malaysia.

Table 4. Influence of independent variables on affective commitment

Variable Standardized Coefficients t Sig.
Beta Standard Error

Compensation 195 .069 3.317 .001
Career Opportunity 157 .050 2914 .005
Training & Development 223 .050 4.230 .001
Supervisor Support .066 .087 1.106 270
Job Autonomy 146 .050 2.825 .005
Work/life policies 181 .058 2914 .005
Skill Varieties .092 .071 1.486 138

(Standard Error in Parentheses)
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Retention factors in the conceptual model were derived through the literature review.
This study contends that retention factors have direct and positive relationship with af-
fective commitment. The influences of the retention factors on affective commitment
were explored through hypotheses H1, H2, H3, H4, H5, H6 and H7. The results of the
hypotheses testing are discussed in the following section and the results are shown in
Table 4.

5.1. Hypothesis H1

Hypothesis H1 investigated the positive influence on affective organizational commit-
ment of knowledge workers in Malaysia. The statistical evidence supported this link
and H1 was accepted. The result is statistically significant at 0.01 level. The findings are
consistent with the results from studies by Nawab and Bhatti (2011) and Schaubroeck
et al. (1994) who reported on the positive influence of compensation on affective com-
mitment. In addition, the result aligns with the findings of studies like Igbaria and
Greenhaus (1992) that report on the significant influence of salary on affective com-
mitment. Based on this positive coefficient of the variable of compensation effects
on affective commitment, this study concludes that there is a positive relationship of
compensation on affective commitment. Thus the first null hypothesis of this study is
rejected and alternative hypothesis of this study is accepted.

The practical implication is that greater emphasis should be placed on compensation
for knowledge workers among the IT staffs in Malaysia. Information and communica-
tion industries should understand that compensation offers an opportunity for security,
autonomy, recognition and improved self worth (Hoyt, Gerdloff 1999). The message
communicated among the staff must be accurate, consistent and relevant to convince
people working in the organizations. Furthermore, to reassure organizations also could
provide the clear information about the compensation policies to their staff.

5.2. Hypothesis H2

The H2 investigated the positive influence of career opportunity on affective commit-
ment. The quantitative findings support the hypothesis and are also proven to be statis-
tically significant at 0.01 level (t-value 2.914, see Table 4). This result is in line with
previous results from other human resources studies (Puah, Ananthram 2006; Johns
2005; Zabusky, Barley 1996). The findings reinforce field study data which support the
link between career opportunity and affective commitment.

The implication is that companies that have high career opportunities for experience in
many different areas, staffs are more likely committed to their organization. According
to Schein (1978) in practice, companies have become less paternalistic and encourage
more self-reliance from employees. On the other hand, careers are being reconceptual-
ized away from position oriented job histories and toward a set of experience and skill
accumulated through changing roles and non-traditional paths (Applegate, Elam 1992;
Zabusky, Barley 1996).
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5.3. Hypothesis H3

This study posited through hypothesis H3 that training and development of the knowl-
edge workers would have positive influence on affective commitment. The results of
hypothesis testing indicated that there is significant statistical evidence to support the
positive influence of training and development on affective commitment and has proven
to be statistically significant at 0.01 level (t-value 4.230, see Table 4). The findings are
consistent with previous results from HRM practices studies by Barlett (2001), Ahmad
and Bakar (2003), Al-Emadi and Marquardt (2007). Newman et a/l. (2011) study found
a strong relationship between perceived availability of training and organizational com-
mitment. The result is also in accordance with the study on social exchange theory
(Settoon et al. 1996).

The practical implication of this finding is that IT firms, as the major suppliers of
knowledge workers could play a greater role to improve employees’ training and de-
velopment opportunities and also to meet their employees’ expectations in the area of
organizational development. The members of professional bodies that are involved in
human resource development in Malaysia are able to learn about training requirements
for the knowledge workers and then will be involved in the human resource develop-
ment in Malaysia. On the other hand IT organizations need to ensure that their workers
are actively participating in the training and development program provided by the
internal body of the organization or outside the organization in Malaysia or abroad.
More importantly, organizations need to remember that the key consideration in organ-
izing the training development program is to ensure quality and relevancy of the staff
development as well as organization development. The organization might do this by
publicizing training opportunities more widely and providing assistance to managers to
explain the availability of training opportunities to their subordinates.

5.4. Hypothesis H4

The construct supervisor’s support is considered in the analysis to examine whether
exerts positive and significant influence on affective commitment or not. Supervisor’s
support was not found to be significantly related to affective commitment. It appears
that the t-value of the variable is less than the critical t- value indicating that there is no
significant influence on affective commitment in the organization, at critical t-value of
1.96 for the sample size of 296, and a 95% confidence level. This means that the results
of hypothesis testing did not statistically support this link and H4a was rejected. The
lack of support for H4 is in contrast with previous studies of Casper and Harris (2010),
Cohen and Willis (1985), Viswesvaran et al. (1999). One possible explanation for the
rejection of the hypothesis is that supervisor’s support and organizational commitment
is an Anglo American culture, so it may vary differently in different cultures (Glazer
2006). This orientation in Malaysia may not be important because the role played by the
supervisor in Malaysia are not helping the people to work in the organizations.

Another possible explanation is that Malaysia is one of the multicultural countries where
different races are working in the same organization. So if the supervisor is from differ-
ent race, they feel to work independently.
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5.5. Hypothesis H5

According to Sims et al. (1976) job autonomy is defined as the degree to which employ-
ees are allowed freedom, independence and discretionary powers when performing their
tasks and responsibilities. If knowledge worker get more autonomy in their job such as
what, when and how to do work, he or she would feel a sense of responsibility for the
tasks and responsibilities they are entrusted with (Karim 2010). The studies of Price and
Mueller (1997), Gregersen and Black (1996), Newman (1993) found that there was a
statistically significant relationship between job autonomy and organizational commit-
ment. Therefore, hypothesis H5 examined the positive influence of job autonomy and
organizational commitment. The quantitative findings confirmed the significant influ-
ence of job autonomy on affective organizational commitment.

The business implication of this finding is that the company board of directors needs
to provide autonomy to their knowledge workers to work properly. In the organizations
when job autonomy is high, the workers will view their work outcomes in terms of their
own efforts, initiatives and decisions, rather than because of instruction of the supervisor
or as the result of procedure (Marx 1996).

5.6. Hypothesis H6

The present study, in hypothesis H6, proposed that work life policies would positively
influence affective organizational commitment. Results from data analysis reveals that
the direction of the influence is as predicted and t-value is significant at 0.01 level
(t-value, 2.914). The finding is consistent with results from literature review, which sup-
ports work/life policies influence affective commitment (Merrick 1998; Grover, Crooker
1995; Pare et al. 2001).

Recent studies have attempted to examine the significance of work life policies in the
organization (Lilley 2004). Due to the increased female labour force participation and
aged dependents are also increasing higher proportion of employees who have family
responsibilities in any developed as well as developing countries (Hall, Liddicoat 2005).
High levels of organizational commitment occur if the employees perceive the planning
and implement organizational decisions that are fair for all although there is work-life
conflict occurs. Cocket (2003) study also asserted that work life policies have a strong
and significant relationship with organizational commitment.

Malaysia is one of the developing countries in AEAN region. Work/life policies for the
knowledge workers differ based on the sectors they work in. Due to the bureaucratic
nature of the government sectors anybody working in the public sectors feels more
reluctant compared to private organizations. However in private sectors organizations
are totally different. The people working in the private organization need to work 40-50
hours on average in a week. Frequent late sittings are common for the people working
in the private sectors and ultimately this will create work life conflict for the employ-
ees. This study also confirms that on average all the knowledge workers have to work
more than 45 hours in a week. This study collected data from the knowledge workers
of private organizations in Malaysia.
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5.7. Hypothesis H7

The final retention factor is the skill variety. Hypothesis H7 posited that the skill variety
would positively influence affective organizational commitment. The result of the sta-
tistical analysis reveals that although the direction of the influence is as predicted but it
did not support the proposed hypothesis. It appears that the #-value of the variable is less
than the critical #-value indicating that there is no significant influence of skill varieties
on affective organizational commitment, at critical #-value of 1.96 for the sample size
of 296, and a 95% confidence level.

This study is not consistent with previous findings from Hackman and Oldham’s (1975)
theory. This study also contradicts the results of Mathieu and Zajac (1990). The previous
study also found low or medium positive correlation between skill variety and organi-
zational commitment. According to Mayer and Allen (1991), skill variety relates to the
feelings of belonging and sense of attachment to the organization.

6. Research limitations

The first limitation of this study is that the cultural, institutional, economic and political
environment, which is distinctive and unique in Malaysia, may restrict the generalisation
of the results (Teo et al. 2003). Nevertheless, this lack of generality may not be as severe
because Malaysia being a cosmopolitan country has attracted numerous multinational
companies that have been represented in the study sample. Nevertheless, cross-country
studies could provide further information on the applicability of this model under dif-
ferent cultural, institutional, economic and political conditions.

The second limitation is that the sample is limited to software companies due to time
and financial constraints. There is evidence that the knowledge workers’ commitment
is ubiquitous regardless of company size. Therefore, there is still a need to investigate
the lack of commitment in other companies in Malaysia.

This study mainly focuses on the relationship between retention factors and affective
and continuance commitment. Therefore the scope of this study is to study only reten-
tion factors only. For future research, other factors such as personality traits of the
employees, age, gender, tenure and environmental characteristics etc. should be inves-
tigated.

The respondents’ self-ratings might not have been reflected their true perceptions of
questionnaire items and therefore, the survey data might have some biases. Moreover,
social disability bias (consciously and unconsciously has driven the respondents to cre-
ate a favourable impression) acquiescence bias (the respondents tend to agree with all
questions), and deliberate falsification are common types of respondent errors in survey
studies (Zikmund 2000), which are limitations of this study.

It was very difficult to get primary as well as secondary data from the private sectors in
Malaysia. Getting the respondents to participate in the structured interviews was quite
difficult. However this limitation was overcome by making appointment with respective
managers with the help of my relatives and friends.
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7. Future research direction

The limitations of the study imply the need for future research. The lack of generality
due to the cultural, institutional, economic and political environment in Malaysia envis-
ages the need for cross-country studies, which would provide future applicability of the
conceptual model under differing political, economic and cultural conditions.

This study collected data from knowledge workers, defined earlier in this research from
only software companies in Malaysia. Although the justification for the use of knowl-
edge workers of the software industry is strong, future research could interview and
survey other significant respondents. For example, company supporting staff, other top
management staffs that play a vital role in the final organizational decision-making
could be the samples. In addition, the use of multiple respondents form each organiza-
tion would decrease potential response bias.

Many changes will arise in future; because an advancement of information technology
in Malaysia is certain to continue, especially in the IT based companies like SMEs.
Therefore, the government or the ministry of Human Resources needs to examine the
needs of knowledge workers’ commitment found in this study. Those who are not com-
mitted knowledge workers will ultimately move to other organizations.

The present study has used primary data, which was so far limited in sample size com-
pared to the total population of the study area, and the limitation has been due to time
constrain as well as resources. Hence determination of the sample size has been made
in accordance with resource availability. It is recognized that the larger the sample sizes
the more precious the results and findings will be. Accordingly, there might be a scope
for getting different results and assumptions on the factors which affect EC adoption
in the business.

8. Conclusions

As for conclusion, this study has achieved its main objective, which is to study the effect
of retention factors affecting affective organizational commitment among knowledge
workers in Malaysia. Furthermore, the analysis indicates that in general the retention
factors have some effects on the affective organizational commitment even though two
of the factors (supervisor support and skill varieties) do not show any support.
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