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Abstract: The main purpose of this paper is to identify how motivation and commitment can influence job
performance among employees through students’ perspective in public university. This study using a
quantitative approach, a total of 210 questionnaires were distributed to students that involved final year degree
and postgraduate students at Universiti Utara Malaysia (UUM). Simple random sampling technique was applied
in determining the sampling frame. The data obtained was analyzed using the Statistical Package for Social
Sciences (SPSS) version 20.0 for windows. The findings of this study by Pearson Correlations show that
extrinsic motivation, intrinsic motivation and affective commitment have relationship between job performance.
While, continuance commitment indicate that there will be no relationship between job performances.
Based on the regression analysis, the results indicated intrinsic motivation as dominant factors towards job
performance, followed by affective commitment and extrinsic motivation. However, continuance commitment
as not really important factor in order to achieve job performance. Finally, some recommendation for future

research was also discussed.
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INTRODUCTION

Today, in many organization employees are
increasingly expected to display effort, motivation and
initiative. It is not only human competence depends on
the success of an organization [1-3], but also how
it motivates employee to an organization [4-6]. The
essential key to an organization's success and survival is
adaptability [7-10]. Organizations need to have the right
employees that are able to manage at the speed of change
and address business issues creatively [1, 11-13].

The discussion of motivation and commitment in
organizations are encountered such a crucial issue
whether they are in the public or a private sector [2, 3, 14].
For the success of any organization motivation and
commitment play an important role [15-17]. There are
three component model of commitment developed by
Meyer and Allen [18] arguably dominates organizational
commitment research. This model proposes that
organizational commitment is experienced by the
employee as three simultaneous mind set are affective,

normative and continuance organizational commitment.
In this study, the researcher was emphasized two types of
commitment; affective commitment and continuance
commitment. Affective commitment reflects commitment
based on emotional ties the employee develops with the
organization primarily via positive work experiences.
While, continuance commitment reflects commitment
based on the perceived costs, both economic and social,
of leaving the organization [18].

There are two type of motivation; intrinsic and
extrinsic motivation. According to Ojokuku [19] stated
that intrinsic motivation consists of fascinating work,
challenge, appreciation, accountability, development,
accomplishment and self-actualization. To further
elaborate in working environment context. The motivation
is attained from the delight or enjoyment that an employee
gets from performing the task itself or from the sense of
satisfaction in completing a task [20-22]. Ryan and Deci
[23] define intrinsic motivation as the action of an activity
for its natural satisfaction rather than for some

distinguishable  consequences. When intrinsically
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motivated, as per understood by reading, a person is
moved to act for the fun or challenge entailed rather than
because of external products, pressures or rewards[24-27].

While, extrinsic motivation refers to motivation
that comes from outside and individual [28].
Extrinsic motivation is externally driven and the focus is
on the outcome of the activity for the task-worker himself
[29]. The outcome could be a reward or the avoidance of
punishment. A task can be of little or no interest, but the
external reward will be a motivator for the person to
continue the task [30-33]. The examples of external
rewards are money, a cheering crowd ora good
grade [28]. According to the Tremblay, Blanchard, Taylor
and Pelletier [34] the extrinsic motivation is externally
driven and the focus is on the outcome of the activity for
the task-worker himself and the outcome could be a
reward or the avoidance of punishment.

Motivation functions as an important predictor of
commitment by motivating employees to spend time and
energy in the organization [35]. Because of this fact,
there is a growing interest in understanding this
relationship between motivation and commitment.
Commitment is different from motivation, as Scholl [36],
defined it as a stabilizing force that acts to maintain
behavioural direction when expectancy or equity
conditions are not met or do not function.
This definition implies a complex relation between
motivation and commitment, which needs further
investigation.

It is to be noted that organization has to catry out a
study on its workforce before applying incentives in order
to bridge the gap between motivation and performance.
Some factors may not be applicable due to the cost issue
or because one suggestion may lead to organizational
conflicts [37]. No human behaviour and values can be
distinguished in a simple way. What may motivate today
may not have the similar effect the day after. Motivation
must be a never-ending process and employees should be
continuously [38-40].

Besides that, according to Matthieu and Zajac [41],
a crucial element to increase job performance is employee
commitment. An important predictor of this type
commitment is motivation, which motivates employees to
spend time and energy in the organization. Because of
this fact, there is a growing interest in understanding
the relationship between motivation and commitment.
Despite plenty of research on the subjects of motivation
and commitment, linkages between different forms of
motivation and different of commitment are hardly
investigated.

401

In today’s rapidly changing economy, the worldwide
competition continues to increase. For that reason,
companies are searching for more efficient ways to rise
their productivity[42, 43]. In this increasingly competitive
market, it is not sufficient to cut down costs by making
use of new technologies or lower-wage employees [44-46].
To rise productivity, it is important to make use of the
skills of employees [47-51]. Murphy and Saal [52]
investigated the relation between job performance and
productivity, which resulted in a positive relation. Thus,
it is of importance for companies to seek ways to rise job
performance.

Objectives: The specific aims of this study are as follows:

To examine the relationship between motivation and
commitment on job performance.

To rank the most important factors in order to
increase job performance among employees in term
of students’ perspective.

Justification of the Study: This study tries to relate the
importance of motivation (extrinsic and intrinsic
motivation) and commitment (affective and continuance
commitment) towards improving job performance among
employees from students’ perspective. The findings of
this study will contribute some benefits to Malaysian
body of knowledge and managers in organization. For the
body of knowledge is contributing to research field since
this research is shows the outcome of motivated
employee towards individual performance. While,
for managers such an opportunity to understand well
what motivate employee and how they feel motivated and
committed towards their job. The most important is this
study can contribute the better understanding for
employees on how important employee’s performance and
commitment. It will help companies or organizations to
make some changes based on the result of this research.
This research will also be a platform for UUM to
understand the all level workers and see how well the top
management has done in part to watch over their workers’
needs.

Literature Review

Motivation: Muhammad and Memon [53] reported that
motivation formulates an organization more successful
because provoked employees are constantly looking for
improved practices to do a work, so it is essential for
organizations to persuade motivation of their employees
[54-55].
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Getting employees to do their best work even in
strenuous circumstances, is one of the employees most
stable and greasy challenges and this can be made
possible through motivation [57-60].

Commitment: According to Mowday, Porter and Steers
[61], define commitment as “the relative strength of an
individual’s identification with and involvement in a
particular organization”. Commitment also defined as a
force binding an individual to a course of action that is of
relevance to a particular target can take different forms
and can be directed toward various targets or foci [62].

Gallie and White [63] found that higher educated
employees have a higher task commitment, while a higher
level of education opens more possibilities to do the work
that one likes.

Job Performance: Job performance is defined as the level
of an individual’s work achievement after having exerted
effort [64]. Job performance also can be defined as the
level and quality of effort, cooperation, commitment,
lateness or absenteeism as well as compliance with
standard shown by an individual [65].

Gilboa, Shirom, Fried and Cooper [66] stated that job
performance is a measurement of a person that how he or
she perform in the job assigned. The job performance will
be better if the organization give rewards to the employee
who performed well in their job so the rewards able to
create high job satisfaction to the employee in the
workplace [14, 67, 68].

Methodology: This research was designed to study the
relationship between motivation and commitment on of
job performance among employees in UUM from
students’ perspective. Based on the research purpose,
this research suggested to apply a quantitative approach.
Quantitative approach uses the elements of mathematical
operations to investigate the information and data [4].
According to Leedy [69], the purpose used of quantitative
approach is researcher can express data or information
with number which is impossible to state in words
because it is impossible to square a word, a paragraph or
a phrase. Data were collected using a questionnaire and
developed specifically for the individual level unit of
analysis.

The instrument of motivation, commitment and
job performance that used in this study was an adapted
and modified items developed by a number of scholars
such as [70-75]. The instrument was measured by using
10 items for each instruments. These items were anchored

on a five-point Likert scale range from 1 (strongly
disagree), 2 (disagree), 3 (neutral), 4 (agree) and 5
(strongly agree).

In this study, simple random sampling procedure
was used in selecting the sample. In this procedure, every
element in the population has a known and equal chance
of being selected as a subject [76]. A total of 210
questionnaires were distributed to the students that
involved final year degree and postgraduate student in
UUM. The Statistical Package for Social Sciences (SPSS)
version 20.0 for windows was used to generate
descriptive statistics. The analyses were conducted using
descriptive statistics, correlation analysis and multiple
regressions.

RESULTS AND DISCUSSION

This study has a total of 210 respondents.
The findings for this research was recorded that most of
respondents were female that frequency about 63.3 % and
36.7% were male. About 93.8% of the respondent’s ages
were between 21 - 30 years, 5.2% between 31 - 40 years
and 1.0% between 41 — 50 years. While 88.6% of
respondents on single status, 10.5% were married, 0.5%
was divorced and 0.5% was other status. Meanwhile,
77.1% of respondents were final year degree students and
22.9% were postgraduate students. No less than 90% of
respondents were full-time students and 10.0% were
part-time students. A profile of the respondents is
presented in Table 1.

Table 1: Profile of Respondents

Respondent’s profile Frequency Percentage (%)
Gender

Male 77 36.73
Female 133 63.3
Age

21-30 years 197 93.8
31-40 years 11 5.2
41-50 years 2 1.0
Above 51 0 0
years

Marital status

Single 186 88.6
Married 22 10.5
Divorced 1 0.5
Others 1 0.5
Current studies program

Final year degree 162 77.1
Postgraduate Student 48 22.9
Mode of study

Full-time student 189 90.0
Part-time student 21 10.0
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Table 2: Hypotheses Testing: Job Performance

Alternate Hypothesis Correlation Coefficient p-value  Result

HA 1: There is a relationship between extrinsic motivation and job performance. 0.491 0.000 Significance and supported

HA 2: There is a relationship between intrinsic motivation and job performance. 0.556 0.000 Significance and supported

HA 3: There is a relationship between affective commitment and job performance. 0.391 0.000 Significance and supported

HA 4: There is a relationship between continuance commitment and job performance. 0.077 0.264 Not significance and not supported

**Correlation is significant at the 0.01 level (2-tailed)

Table 3: Regression Analysis: Job Performance

Unstandardized Coefficients

Standardized Coefficients

Model B Std. Error Beta T Sig.
(Constant) 8.775 3.292 2.665 .008
Extrinsic Motivation 168 126 110 1.334 184
Intrinsic Motivation .818 161 411 5.077 .000
Affective Commitment 618 149 245 4.161 .000
Continuance Commitment -.040 .169 -.013 -.233 816

a. Dependent Variable: Job performance

Table 2 illustrates results from Pearson Correlations

analysis through the hypotheses testing concluded
that among the four independent variables.
There were three factors (extrinsic motivation,

intrinsic motivation and affective commitment) indicate
that there will be relationship between those variables
with job performance. While, only one factor
(continuance commitment) indicate that there will be no
relationship between those variables with job
performance. Based on the result from this analysis
show that, employees at the public universities
need to emphasize the factors of extrinsic motivation,
intrinsic motivation, affective commitment rather than
continuance commitment in order to achieve the higher
level of job performance at the work place. Thus,
by analyzing the Pearson Correlation analysis through
the hypotheses testing, it is concluded that all the
four independent variables (extrinsic motivation, intrinsic
motivation, affective commitment and continuance
commitment) are correlated among each other.

The results in the Table 3 on regression analysis will
helps us to see which is the most important variable that
explain the variance of students’ perspective on job
performance that involved final year degree students and
postgraduate students in Universiti Utara Malaysia.
The results of coefficients suggest the factors of Intrinsic
Motivation exerted the strongest influence on job
performance among employees at the work place.
Then, the second factor that influence on job performance
is Affective Commitment and followed by the Extrinsic
Motivation. Based on the regression analysis result
should be noted that Continuance Commitment had a
negative effect on job performance among employees
from students’ perspective.
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Conclusion and Recommendations for Further Research:
Employee is a valuable resource (asset) of the
organization. The success or failure of the organization
depends on their job performance. The finding of this
study revealed that intrinsic motivation is the most
important element in order to increase job performance
among employees at the workplace. Besides that,
effective commitment and extrinsic motivation also were
emphasized to achieve a good job performance. However,
from the findings, continuance commitment element has
not been emphasized among employees.

Through the results and discussions, several
recommendations for future research in the same context
of this study could be highlighted. Future researchers are
recommended to do a research on motivation and
commitment and job performance that focused on
academic staff or academic staff and non-academic staff.

This study is also focusing only on final year
degree students and postgraduate students in UUM.
As described previously, this limited the result of the
study to only applicable the students of UUM. If future
researchers are still interested to study motivation and
commitment on job performance of UUM staff, it is
advisable for them to include other public universities.
Maybe they could focus on public universities based on
zones such as around northern universities.

In addition, future researchers could also include
staff from other public higher education institutions as the
study subjects. This will help them to make comparison if
the situation is the same in other public higher education
institutions, especially those who were awarded
the autonomy status by the Ministry of Education.
The findings of the study could help the Ministry to
formulate the national policies on motivation and
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commitment terms in public universities and improve the
job performance of the staff in public higher education
institutions all over the country.

Thus, future research is also recommended to study
on theories of motivation and commitment that not
covered in this study that may affect job performance of
public universities. That research may provide results that
are not similar to this study. This will help to enhance and
add further to the understanding on motivation and
commitment effect on job performance among employees.
Future research should also look at other factors that
could reverse the negatively significant effect of
continuance commitment on job performance such as
team commitment and so on.

REFERENCES

1. Romle, A.R. and A.S. Shamsudin, 2006. The
relationship between management practices and job
satisfaction: The case of assistant registrar at public
institutions of higher learning in Northern Region
Malaysia, The Journal of Human Resource and Adult
Learning, 2(2): 72-80.

2. Yusof, M.S.M. and A.R. Romle, 2015. Emerging the
effect of internal elements on productivity: An
overview, Australian Journal of Basic and Applied
Sciences, 9(14): 7-13.

3. Saberi, N. and A.R. Romle, 2015. The implementation
of TQM with service quality from students
perspective in Malaysian public university,
Australian Journal of Basic and Applied Sciences,
9(4): 50-56.

4. Romle, A.R., A.S. Shamsudin and S. Man, 2009.
Kekerapan amalan komunikasi kepengurusan dalam
kalangan ketua-ketua Jabatan Kerajaan di Utara
Semenanjung Malaysia, INTAN Management
Journal, 10(1): 96-115.

5. Shamsudin, A.S., A.R. Romle and A. Halipah, 2015.
The level of emotional intelligence among
administrators: A case of Malaysian public
universities, Journal of Business and Economics,
6(5): 891-898.

6. Idris, A.M.M. and A.R. Romle, 2015. The evaluation
of employee engagement in retaining employee:
A case of rapid Penang, Australian Journal of Basic
and Applied Science, 9(14): 35-44.

7. Othman, S. and A.R. Romle, 2015. Bridges the link of
contributing factors to effective succession
planning. The case of Prasarana Malaysia Berhad,
Australian Journal of Basic and Applied Sciences,
9(14): 53-57.

404

8.

10.

11.

12.

13.

14.

15.

16.

17.

18.

Zainol, A.Z. and A.R. Romle, 2007. The truths of
service quality (passenger handing) in airlines
industry: A descriptive exploration between Malaysia
Airlines and Air Asia, The Journal of Global Business
Management, 3(1): 1-7.

Romle, A.R. and A.S. Shamsudin, 2008.
Kualiti  perkhidmatan berdasarkan perspektif
pelajar di institusi pengajian tinggi awam Malaysia,
Jurnal Pengurusan Awam, 7(1): 99-108.

Romle, A.R. and A.S. Shamsudin, 2007. Amalan
pengurusan dan kepuasan kerja: Realiti atau ilusi,
Jurnal Pengurusan Awam, 6(1): 71-89.

Ishak, Y. and A.R. Romle, 2015. The mediating effect
of job satisfaction on the link between leadership
style and organizational commitment, Australian
Journal of Basic and Applied Sciences, 9(4): 45-49.
Azmar, N.A. and A.R. Romle, 2015. New Prospect on
the impact of training program towards work
motivation amongst public service servants,
Australian Journal of Basic and Applied Sciences,
9(4): 74-77.

Kamal, M.K.A. and A.R. Romle, 2015. Framing on
leadership styles and job performance in Malaysia:
A new direction, Australian Journal of Basic and
Applied Sciences, 9(4): 69-73.

Romle, A.R., R.C. Razak and A.S. Shamsudin, 2015.
Mapping the relationships between quality
management practices, human-oriented elements and
organizational performance: A proposed framework,
International Journal of Innovation, Management and
Technology, 6(3): 196-201.

Shamsudin, A.S., H.A. Rahman and A.R.Romle, 2015.
The moderating effect of Islamic work ethic on
relationship of emotional intelligence and
leadership practice: A proposed framework,
International Journal of Innovation, Management and
Technology, 6(2): 140-143.

Hassan, A.I. and A.R. Romle, 2015. Intrinsic factors of
job satisfaction among lecturers of Bauchi State
Univeristy Gadau, Nigeria, International Journal of
Administration and Governance, 1(4): 87-91.

Husin, N.K.M., A.R. Romle and M.S.M. Yusof, 2015.
Toward a greater understanding of how service
quality drives students satisfaction in higher learning
institutions, International Journal of Administration
and Governance, 1(4): 9-13.

Mowday, R.T., L.W. Porter and R. Dubin, 1974.
Unit performance, situational factors and employee
attitudes in spatially separated work units.
Organizational Behavior and Human Performance,
pp: 231-248.



19.

20.

21.

22.

23.

24.

25.

26.

27.

28.

29.

World Appl. Sci. J., 34 (3)

Ryan, R. M. and E.L. Deci, 2000. Self-determination
theory and the facilitation of intrinsic motivation,
social development and well-being. American
Psychologist, 55(1): 68-78.

Nasir, A.M., A.R. Romle and N. Shuib, 2015.
The effect of customer acceptance on Islamic banking
products and services, International Journal of
Administration and Governance, 1(4): 26-30.
Azmar, N.A., AR. Romle and S. Ismail, 2015.
Framing a new movement for training program and
work motivation in the public service context,
International Journal of Administration and
Governance, 1(4): 20-25.

Yusof, M.SM.Y., A.R. Romle and N.K.M. Husin,
2015. Accountability and challenges of partnership in
good governance: Delivering public service,
International Journal of Administration and
Governance, 1(4): 58-62.

Scholl, R.W., 1981. Differentiating organizational
commitment from expectancy as a motivating force.
Academy of Management Review, 4: 589-599.
Othman, S., AR. Romle, AMM. Idris,
N.A. Yusof, S.S. Azidin and M.S.M. Yusof, 2015.
The impact of employee engagement program in
reducing absenteeism at workplace: A case of
government-linked company (GLC) in Malaysia,
International Journal of Administration and
Governance, 1(14): 120-124.

Shagari, A.U., A.R. Romle and M.M. Qader, 2015.
Examining the relationships between quality
assurance, training need and choice of study
destination: A study of Nigerian students in UUM,
International Journal of Economics and Financial
Issues, 5(1): 1-6.

Embi, M.S.C., MM. Udin, A.R. Romle and
P.A.N. Nasri, 2015. The impact of satisfaction on the
link of motivation and job performance in public
sector, Journal of Applied Sciences Research,
11(18): 19-23.

Embi, M.S.C., N.A. Khalid, A.R. Romle, S.Z.M. Zahid
and N.H.M. Isa, 2015. The relationship of motivation
and absenteeism in the public sector: Job satisfaction
as mediator, Australian Journal of Basic and Applied
Sciences, 9(34): 241-245.

Benabou, R. and J. Tirole, 2003. Intrinsic and extrinsic
motivation. Review of economic studies, 70: 489-520.
Danish, R.Q. and A. Usman, 2010. Impact of reward
and recognition on job satisfaction and motivation:
An empirical study from Pakistan. International
Journal of Business and Management, 5(2): 159-167.

405

30.

31.

32.

33.

34.

35.

36.

37.

38.

39.

40.

1 400-407, 2016

Zain, M.M., F.M. Hanafiah, A.R. Romle,
N.S.S. Shahuri and N.Z.C. Halim, 2015. The Effects of
organizational culture on employee empowerment
and job satisfaction: A proposed framework,
Australian Journal of Basic and Applied Sciences,
9(34): 202-208.

Shahuri, N.S.S., R. Ahmad, A.R. Romle, M.M. Zain
and N.Z.C. Halim, 2015. Hunting for a new direction
on the link of organizational citizenship behaviour
and high performance organization: The mediating
effect of trust, Australian Journal of Basic and
Applied Sciences, 9(34): 119-124.

Husin, Z.N.M., A.R. Romle, N.K.M. Husin, N. Saberi
and M.S. Abdullah, 2015. The factor lead to the
employee engagement: A case of public service
department, International Journal of Administration
and Governance, 1(14): 73-77.

Zakaria, M.F., A.R. Romle, S.M. Rodzi, N.A. Othman
and P.AN. Nasri, 2015. Personality traits:
Does influence training transfer?, Australian Journal
of Basic and Applied Sciences, 9(34): 146-153.
Walliman, N., 2011. Your research project. Oxford:
Sage Publications.

Mowday, R.T., L.W. Porter and R.M. Steers, 1982.
Employee-organization linkages. The psychology of
commitment, absenteeism and turnover. New York:
Academic Press.

Ticehurst, G.W. and A.G. Veal, 1999. Business
research methods: A managerial approach. Australia:
Logman.

Convington, M.V. and K.J. Mueller, 2001. Intrinsic
versus Extrinsic Motivation: An approach/avoidance

reformulation. Educational Psychology Review,
13(2): 157-176.
Azemi, H.S.C., AR. Romle, M.Y. Kerya,

M.S. Abdullah and F. Harun, 2015. Fostering the link
of rewards system and employee performance in
hospitality industry, Australian Journal of Basic and
Applied Sciences, 9(34): 140-145.

Manzuma-Ndaaba, N.M., Y. Harada, A.R. Romle and
M.K.R.S. Abdullah, 2015. The drivers of service
loyalty in homogeneous market: Conceptualizing

brand loyalty in Malaysia public universities,
Australian Journal of Basic and Applied Sciences,
9(30): 67-73.

Zabri, MLAAHM., A.R. Romle, P.AN. Nasri,

Z. Mohamed and A. Hassan, 2015. The level of
training impact in Malaysian public service sector,
International Journal of Administration and
Governance, 1(14): 57-61.



41.

42.

43.

44,

45.

46.

47.

48.

49.

50.

World Appl. Sci. J., 34 (3)

Meyer, J.P., T.E. Becker and C. Vandenberghe, 2004.
Employee commitment and motivation: A conceptual
analysis and integrative model. Journal of Applied
Psychology, 89(6): 991-1007.

Othman, S., A.R. Romle, A.M.M. Idris, N.A. Yusof,
S.S. Azidin and M.S.M. Yusof, 2015. The level of
employee engagement styles in a government linked
company (GLC) in Penang, International Journal of
Administration and Governance, 1(14): 120-124.
Azidin, S.S., AR. Romle, S. Othman, N.A. Yusof
and S.M. Yusof, 2015. The implementation of
performance appraisal system: Perceived fairness,
employee satisfaction and organizational
commitment, International Journal of Administration
and Governance, 1(14): 115-119.

Isa, N.H.M., M.M. Udin, A.R. Romle, S.Z.M. Zahid
and M.S.C. Embi, 2015. Assessing the relationship
between motivation and training on job performance
in public sector, Australian Journal of Basic and
Applied Sciences, 9(34): 246-253.

Zahid, S.ZM., H. Abdul-Jabbar, A.R. Romle,
N.H.M. Isa and M.S.C. Embi, 2015. Exploring UUM
student’s intention towards participation in service
learning for academic purpose based on Technology
Acceptance Model (TAM), Australian Journal of
Basic and Applied Sciences, 9(34): 217-221.
Othman, N.A., A.R. Romle, M.M. Udin, P.A.N. Nasri
and ML.F. Zakaria, 2015. The effect of trust on the link
of satisfaction and performance amongst public
service servants: A framework, Australian Journal of
Basic and Applied Sciences, 9(34): 222-227.

Gilboa, S., A. Shirom, Y. Fried and C.L. Cooper, 2008.
A meta-analysis of work demand stressors and job
performance: Examining main and moderating effects.
Personnel Psychology, 6: 227-271.

Mansor, M.H., A.R. Romle, M.SM. Yusof,
AMM. Idris, A.I. Roslan and R. Mustapha, 2015.
The impacts of key factors on employees
performance, International Journal of Administration
and Governance, 1(14): 83-86.

Husin, N.K.M., A.R. Romle, S. Pohyae, Z.N.M. Husin,
N. Saberi and M.S. Abdullah, 2015. The level of
understanding on corporate image among university
students: A case of Malaysian public university,
International Journal of Administration and
Governance, 1(14): 68-72.

Manzuma-Ndaaba, Y. Harada, A.R. Romle and A.S.
Shamsudin, 2016. Impact of globalization on Nigeria
education system: Challenges in the new millennium,
Mediterranean Journal of Social Sciences, 7(1): 89-96.

406

51.

52.

53.

54.

55.

56.

57.

58.

59.

60.

61.

1 400-407, 2016

Idris, AM.M., S. Othman, A.R. Romle, M.H. Mansor,
Al Roslan and R. Mustapha, 2015. The level of
employee engagement program in government-linked
company (GLC) in Malaysia, International Journal of
Administration and Governance, 1(14): 95-104.
Naima Adullahi Gure, 2010. The impact of motivation
on employee performance: A study of National Link
TELECOM Somalia. Theses, College of Business,
Universiti Utara Malaysia.

Murphy, K.R. and F.E. Saal, 1990. Job performance
and productivity. Psychology in organizations:
Integrating science and practice. Hillsdale, NIJ,
England: Lawrence Erlbaum Associates.

Gallie, D. and M. White, 1993. Employee commitment
and the skills. Revolution. First findings from the
employment in Britain Survey, Policy Studies
Institute, London.

Manzuma-Ndaaba, N.M., Y. Harada, A.R. Romle and
K. Olanrewaju, 2015. International education as
tourism product: The Malaysia experience,
International Journal of Administration and
Governance, 1(4): 74-81.

Isa, N.HM., A.E. Mohamed, A.R. Romle and
S.Z.M. Zahid, 2015. The impact of commitment on the
link of motivation on job performance in Universiti
Utara Malaysia, Journal of Applied Sciences
Research, 11(18): 24-28.

Ismail, S., A.R. Romle and N.A. Azmar, 2015.
The Impact of organizational culture on job
satisfaction in higher education institution,
International Journal of Administration and
Governance, 1(4): 14-19.

Ahmad, N.-H.A., A.R. Romle and M.H. Mansor, 2015.
Exploring service quality and customer satisfaction at
library in Malaysia university, International Journal
of Administration and Governance, 1(4): 98-105.
Yusof, S.N., A.R. Romle and M.K.A.M. Kamal, 2015.
Edging on leadership styles and team performance,
International Journal of Administration and
Governance, 1(4): 69-73.

Saberi, N., A.R. Romle and S.N.I. Hamid, 2015.
Proposing the relationship between TQM and service
quality in public university: A framework,
International Journal of Administration and
Governance, 1(4): 111-115.

Muhammad, G. and U. Memon, 2012.
Determinants of employee motivation-A case study
of Afroze Textile Industries Limited, Karachi,
Pakistan. Journal of Business and Management,
4(3): 22-25.



62.

63.

64.

65.

66.

67.

68.

69.

World Appl. Sci. J., 34 (3)

Meyer, J.P. and N.J. Allen, 2002. A three-component
conceptualization of organizational commitment.
Human Resources Management Review, 1(1): 6.
George, J.M. and G.R. Jones, 2008. Understanding
and managing organizational behavior. New Jersey:
Pearson Apprentice Hall.

Leedy, P.D., 1989. Practical research: Planning and
design (4" ed.). London: Collier Macmillan.
Campbell, J.P., McCloy, S.H. Oppler and C.E. Sager,
1993. A theory of performance: Personnel selection in
organizations. San Francisco: Jossey-Bass.
Hamizatun Dashima Hamzah, 2012. A study on the
relationship between motivation and job satisfaction
towards employee's performance among executives
level in oil and gas industry in Kuala Lumpur.
Thesis, Othman Yeop Abdullah, Graduate School of
Business, Universiti Utara Malaysia.

Saberi, N., A.R. Romle, S.A. Romli, N.K.M. Husin,
ZNM. Husin and M.S. Abdullah, 2015. Applying
TQM practices and service quality in higher
education, International Journal of Administration
and Governance, 1(14): 50-56.

Mustapha, R., A.R. Romle, N.H.A. Seman,
M.H. Mansor, A.I. Roslan and A.M.M. Idris, 2015.
The level of e-service quality on attitude toward
online  shopping, International Journal of
Administration and Governance, 1(14): 105-109.
Mathieu, J.E. and D.M. Zajac, 1990. A review and
meta-analysis of the antecedents, correlates and
consequences of organizational commitment.
Psychological Bulletin, 108: 171-194.

407

70.

71.

72.

73.

74.

75.

76.

1 400-407, 2016

Aini Wizana Ismail, 2014. The mediating effect of
employee engagement on the relationship between
perceived organizational support (POS) and
organizational  citizenship  behaviour (OCB).
Dissertation, Othman Yeop Abdullah Graduate,
School of Business, Universiti Utara Malaysia.
Hellriegel, D., S.E. Jackson and J. Slocum, 1999.
Management. Cincinnati: South-Western College
Publishing.

Nik Nor Hashimah Nik Ismail, 2012. The relationships
between entrepreneurial orientation, job satisfaction
and job performance among academicians in
Malaysian  public universities. Dissertation,
Othman Yeop Abdullah Graduate School of
Business, Universiti Utara Malaysia.

Nurul Jannah Zulkifly, 2014. The job related factor
and organizational commitment at PTPL College
Sungai Petani, Kedah. Theses, College of Business,
Universiti Utara Malaysia.

Ojokuku, R.M., 2007. A Comparative Analysis of
Differences in RewardPreference among Senior and
Junior Cadre Workers: A Case Study of Osun State
Civil Service. International Business Management,
1(4): 99-103.

Tremblay, M.A., C.M. Blanchard, S. Taylor and L.G.
Pelletier, 2009. Work Extrinsic and Intrinsic
Motivation Scale: It's value for Organizational
Psychology Research. Canadian Journal of
Behavioral Science, 41(4): 213-226.

Tinofirei, C., 2011. The unique factors effecting
employee performance in non-profit organizations,
Dissertation, University of South Africa.



