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Abstract 

Employee retention, the opposite of turnover, has been of importance to both researchers and 

practitioners. This study intended to answer the following questions (1) how satisfied are the visiting 

lecturers of UUM, (2) how committed are they to UUM, (3) do they have intention to leave in the 

short or the long run, and (4) do job satisfaction and organizational commitment impact intention to 

leave?. The study implemented a mixed methodology where both quantitative data and qualitative 

data were collected. Ninety eight (98) questionnaires were distributed and four interviews were 

conducted. Out of the 98 questionnaires, only 35 were returned and analysed. The quantitative data 

results showed that the majority of the visiting lecturers are satisfied (mean=6.2), quite committed 

(mean=5.7), their intention to stay is also noticeably high (mean5.2), and their intention to leave is 

quite low (mean3.05).  In addition, the qualitative results also showed that the visiting lecturers were 

satisfied with their job. However, the interviewees showed some concern about the working culture 

(the absence of integration between local staff and visiting lecturers) and bureaucracy (time wasted to 

get things done). This study could serve as a reminder to UUM top management that taking care of 

the working culture and bureaucracy could contribute to more commitment and less turnover 

intention. It is worth mentioning that satisfying foreign lecturers who came from different cultures and 

who have different expectations could be a point of concern to UUM top management. It is important 

to merge the visiting lecturers into the system and make them feel they are part of the family so that 

they could be more committed and hence deliver more.  

Key words: job satisfaction, organizational commitment, intention to leave, visiting lecturers 

in UUM 

Introduction  

Job satisfaction is an antecedent to turnover intention. Whereas, employees are most likely to 

turnover when both their psychological well-being and their job satisfaction are low (Wright and 

Bonett, 2007), satisfaction with meaningful work and promotion opportunities were significant 

predictors of turnover intention (Wright and Bonett, 1992). Research results have shown job 

dissatisfaction to be associated with negative behavioural outcomes such as absenteeism, workplace 

accidents, and labour turnover (Griffeth, Horn, & Gaertner, 2000; Hellman, 1997; Hellriegel & 

Slocum, 2004; Newstrom, 2007; Sousa-Poza & Sousa-Poza, 2007). 

Organizational commitment refers to an individual’s feelings about the organization as a whole. It has 

become more important than ever in understanding employee behaviour because it is identified as 

more stable and less subject to daily fluctuations than job satisfaction (Angle and Perry, 1983; 

Mowday et al., 1982). Organizational commitment can be generally defined as the relative strength 

of an individual’s identification with, and involvement in, an organization (Mowday et al., 1979; Meyer et 

al., 2002). As an antecedent, it is noted that committed employees are less likely to leave the 

organization, as well as feel the need to go beyond normal job requirements. Committed employees 

also make a more significant and personal contribution to the organization, perform better, engage 

in organizational citizenship behaviours (OCBs) and are less likely to engage in unproductive or 

destructive behaviours (Meyer et al., 1993, 2002). 
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Intention to leave (the attitude) is the turnover variable most often utilized in research (including 

this research). This is primarily due to turnover intention being the critical antecedent of actual 

turnover (the behaviour) (Steel and Ovalle, 1984), and because turnover intention is an attitude that can 

be sampled in the present and in conjunction with factors that are causing the turnover intention, 

resulting in a more accurate understanding of the causes. Furthermore, since managers can actively 

influence the factors causing employee’s turnover intention, as the employee has not left the 

organization yet, understanding of turnover intention is of more value for managers. Therefore, studies 

which contribute to an understanding of the relationships between these variables are not simply of 

theoretical interest, but are also of considerable practical value to managers who are then able to 

address these factors in a preventative manner and avoid problems associated with the outcome of 

actual turnover. 

In this study, we look into to what extent the visiting lecturers in UUM are satisfied, to what 

extent they are committed to UUM, and to what extent they intend to leave. Below are some 

relevant literature on the main variables of the study.  

Job Satisfaction   

Currall et al., (2005) found pay satisfaction to be positively related to performance and negatively 

related to employee turnover intentions. Similarly, the results of another study by Davis (2006) also 

showed general job satisfaction to be strongly and negatively related to turnover intentions (r = -

.69). Job satisfaction has been shown to be the main predictor of turnover intention (Larrabee, et 

al., 2003; Parry, 2008). 

According to Ghiselli, Lopa, and Bai (2001), the most important construct in attempting to 

understand turnover is job satisfaction. 

Carayon et al. (2006) reported that turnover intention is influenced by job satisfaction and 

organizational commitment. Koberg and Chusmir (1987) study revealed that innovative work 

climate is positively related to job satisfaction and negatively linked to intention to leave. Lum et 

al. (1998) suggested that job satisfaction has indirect influence on turnover intent while pay 

satisfaction has both direct and indirect impact, and that organizational commitment has the most 

direct effect on the rate of turnover. 

Most researchers (Lambert et al., 2001; Stone et al., 2006) agreed that demographic characteristics 

and work environment factors considerably shape employee job satisfaction which accordingly 

shapes turnover intention. According to Lambert et al. (2001, p. 236), ”[. . .demographic 

characteristics are commonly included in job satisfaction studies as control variables]”. They found 

that age, tenure and education level or academic level shown to be major predictors of turnover, 

whereas marital status and race reported to be poor predictors of turnover. Thatcher et al. (2003) 

contended that gender and age are negative correlate of turnover. Carayon et al. (2006) reported in 

their study that turnover rate among women in technical sectors is higher than those of women in other 

fields. 

Udo and Tor-Guimaraes (1997) found significant correlations between organizational 

commitment and intention to stay (correlation of 0,33) amongst 216 plant managers. The 

correlation between job satisfaction and organizational commitment also proved to be 

strong (0,46). 

Durkin and Bennett (1999) reported studies where significant negative correlations were 

found between internalised commitment and turnover, as well as a positive correlation with 

longer tenure intentions. 

Career satisfaction is another major factor that determines turnover.  Career satisfaction is commonly 

assessed as a subjective career success that is defined by the individual’s satisfaction with their career 
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accomplishments (Judge et al., 1995). Significant predictors of career satisfaction include goal-specific 

environmental supports and resources, which provide social and material supports for employee’s 

personal goals (Barnett and Bradley, 2007). 

Job satisfaction, organizational commitment, and turnover intention are ones of the most 

examined popular subjects in the study of work related attitudes since the importance of 

organizational factors in affecting attitudes or behaviours of employees has attracted considerable 

attention on the organizational behaviour area (Mathieu and Zajac, 1990; Meyer and Allen, 1984, 

1990; O’Reilly and Chatman, 1986). In different studies, many researches and scholars examined 

the relationships among job satisfaction, organizational commitment, and turnover intention to see if 

there is any difference or not from the other studies, and to compare the differences if so. The 

majority of the studies suggested that job satisfaction has a significant and positive relationship with 

all dimensions of organizational commitment (Bagozzi, 1980; Reichers, 1985). Though the why and 

how question is still in question, organizational commitment and job satisfaction are jointed 

variables affecting negative outcomes such as turnover intention is clear (Shore and Martin, 1989). 

Job satisfaction has been shown to be the main predictor of turnover intention (Larrabee, et al., 

2003; Parry, 2008). Ding and Lin (2006) investigated the differences in job satisfaction and 

turnover intention between Taiwanese and U.S. hospital employees. They found that the negative 

direct effect of job satisfaction on turnover intentions and the indirect effect through organizational 

commitment are stronger for U.S. hospital employees than for Taiwanese hospital employees. Job 

satisfaction has important consequences for both organizations and their employees. Satisfied 

workers perform their jobs better (Judge, Thorensen, Bono, & Patton, 2001), are less likely to 

engage in counterproductive behaviours (Chen & Spector, 1992). Job satisfaction has been shown 

to be closely related to intentions to leave an organization (Chen & Spector, 1992) and turnover 

intentions (Rusbult & Farrell, 1983; Coomer & Barriball, 2007). Job satisfaction also was shown to 

be associated with employee health and psychological well-being. In a meta-analysis, Hellman 

(1997) showed that the relationship between job satisfaction and intent to leave was significant 

and consistently negative. Hellman’s findings support those of Price and Mueller, (1981) and 

Cavanagh and Coffin (1992), that increasing job satisfaction subsequently decreases rates of 

turnover intentions. Studies show that job satisfaction is related to satisfaction with life in general 

(Lance, Lautenschlage, Sloan, & Varca 1989).  

 

 

Organizational commitment 

As an outcome, organizational commitment has been found to arise from positive work experiences, job 

satisfaction, trust in management, and attractive remuneration and rewards (Meyer et al., 2002). 

Research in this area reports a strong relationship between organizational commitment and 

turnover, specifically that higher levels of commitment result in lower levels of intention to leave, 

therefore lower turnover (Allen and Meyer, 1990; Falkenburg and Schyns, 2007; Bentein et al., 2005; 

Good et al., 1996; Harris and Cameron, 2005; Huselid, 1995; Rhoades and Eisenberger, 2002). 

Organizational commitment is one of the predictors of turnover intention (Arnold and Feldman, 1982; 

Hollenbeck and Williams, 1986). 

Organizational commitment refers to an individual’s feelings about the organization as a whole. It has 

become more important than ever in understanding employee behaviour because it is identified as 

more stable and less subject to daily fluctuations than job satisfaction (Angle and Perry, 1983; 

Mowday et al., 1982). 

Committed employees also make a more significant and personal contribution to the 

organization, perform better, engage in organizational citizenship behaviours (OCBs) and are less 
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likely to engage in unproductive or destructive behaviours (Meyer et al., 1993, 2002). As an outcome, 

organizational commitment has been found to arise from positive work experiences, job satisfaction, 

trust in management, and attractive remuneration and rewards (Meyer et al., 2002). Finally, research has 

also found relationships between high-commitment human resource policies and positive 

organizational outcomes, such as overall organizational productivity, quality and profitability 

(Huselid, 1995; MacDuffie, 1995). As such, organizational commitment is considered an important 

employee quality for organizations as it is indicative of a more stable, engaged and higher performing 

employee. 

Turnover intention is defined as the mediating factor between attitudes affecting intent to quit 

and actually quitting an organization (Glissmeyer, Bishop, & Fass, 2008). In a meta-analysis of the 

antecedents and correlates to employee turnover (Griffeth, Hom, & Gaertner, 2000), intention to 

quit, job satisfaction, and organizational support were shown to be predictors of employee 

turnover. Mowday, Porter and Steers (1979) defined organizational commitment as a strong belief 

in the organization’s goals and values and a willingness to exert considerable effort on behalf of 

the organization. Commitment to organization is linked to very important work-related factors: 

employee turnover, absenteeism and performance (Mowday, Steers & Porter, 1979; Romzek, 1990). 

Organizational commitment is regularly conceptualized as an affective attachment to an organization 

as a consequence of an individual sharing the organization’s values, their desire to remain in the 

organization, and their willingness to exert effort on behalf of the organization (Mowday, Steers, & 

Porter, 1979). Previous examinations of commitment reveal that it deals with the individual’s 

identification and involvement with an organization (Porter et al., 1974). When thought of this 

way, commitment is beyond passive loyalty, it involves an active relationship wherein individuals 

are willing to give of themselves to contribute to the organization’s well-being (Mowday et al., 1979). 

The most commonly accepted thoughts on commitment are that it is an indicator of employees who 

are strongly committed to an organization and are least likely to leave, hence it is a psychological 

state that binds an individual to an organization (Meyer, Allen, & Gellatly, 1990). As a 

psychological state commitment is then characterized as an employees’ relationship with the 

organizational and the decision the employee makes to continue membership in the organization 

(Meyer & Allen, 1991). Committed employees are willing to go beyond the minimum requirements 

of their duties and are more likely to remain with the organization than uncommitted employees 

(Meyer & Allen, 1997). In 1987, Meyer and Allen developed a commitment model with three 

measures of commitment that conform to previous researcher’s conceptualization of commitment. 

The components were labeled affective commitment, continuance commitment, and normative 

commitment. Affective commitment refers to an employee's emotional attachment to, identification 

with, and involvement in the organization (Meyer & Allen, 1997). Continuance commitment is 

so named because the employee feels the need to stay due to the potential loss of things such as 

benefits if they choose to leave and their lack of alternative employment and they are aware of the 

costs associated with leaving the organization (Allen & Meyer, 1990; Meyer et al., 1990). 

Normative commitment reflects a feeling of obligation to remain with the organization. 

Employees have been taught through socialization that the organization expects their loyalty 

(Meyer & Allen, 1991; Meyer et al., 1990). Research indicates employees with a strong sense 

of normative commitment positively correlate to work behaviours such as job performance, work 

attendance and organizational citizenship. They may not display the same enthusiasm or involvement 

as  employees  with affective commitment; however they may have an important impact on the way 

in which the work is accomplished (Meyer & Allen, 1997). Research results have shown job 

dissatisfaction to be associated with negative behavioural outcomes such as absenteeism, 

workplace accidents, and labour turnover (Griffeth, Horn, & Gaertner, 2000; Hellman, 1997; 

Hellriegel & Slocum, 2004; Newstrom, 2006; Sousa-Poza & Sousa-Poza, 2007). Currall et al., 

(2005) found pay satisfaction to be positively related to performance and negatively related to 

employee turnover intentions 

Organizational commitment is regarded as a multi-dimensional construct, consisting of affective, 

normative and continuance commitment (CC) (Allen and Meyer, 1990; Meyer et al., 2002). A detailed 

description of these three dimensions and their finer details will not be highlighted here as this has been 
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done extensively by the aforementioned authors and many others. In brief summary, affective 

commitment (AC) relates to an attachment based on a sharing of values with other members of the 

organization, while normative commitment (NC) is a sense of obligation to an organization. CC is based 

on the perception that an employee has no realistic choice or viable alternatives other than to remain 

with the organization. In this conceptualization then, organizational commitment is clearly related 

to choices about remaining with, or planning to leave, an organization. 

Turnover Intention 

In the field of HRD and OD, career satisfaction, organizational commitment, and turnover intention 

are frequently used variables for satisfaction, performance, change, and innovation. Although there are 

diverse studies exploring the relationships among career satisfaction, organizational commitment, and 

turnover intention (Lambert et al., 2001; Shields and Ward, 2001), little research has been conducted, 

focusing on the common antecedents of three variables simultaneously to reflect the dynamics in 

organizations 

Research in this area reports a strong relationship between organizational commitment and 

turnover, specifically that higher levels of commitment result in lower levels of intention to leave, 

therefore lower turnover (Allen and Meyer, 1990; Falkenburg and Schyns, 2007; Bentein et al., 2005; 

Good et al., 1996; Harris and Cameron, 2005; Huselid, 1995; Rhoades and Eisenberger, 2002). 

Organizational commitment is one of the predictors of turnover intention (Arnold and Feldman, 1982; 

Hollenbeck and Williams, 1986). 

The antecedents of turnover intention. A number of HRM practices have been suggested as 

potential solutions for turnover, such as investment in training, offering organizational support, 

adopting innovative recruitment and selection processes, offering better career opportunities 

(Cheng and Brown, 1998; Forrier and Sels, 2003; Hinkin and Tracey, 2000; Walsh and Taylor, 

2007; Walters and Raybould, 2007) and adopting measures to increase job satisfaction and 

commitment (Aksu, 2004). 

Labour turnover is not only a significant tangible dollar cost but also an intangible or “hidden” 

cost associated with loss of skills,  inefficiency and replacement costs (Lashley and Chaplain, 

1999). Lashley (2000) refers to lost investment in training and lost staff expertise as particular 

examples of turnover costs and opportunity costs. Some scholars point to more intangible 

transaction “costs” of labour turnover associated with organizational behaviour and related “hygiene 

factors” such as work reutilization, role conflict, poor job satisfaction, low morale, poor 

commitment, corrosive supervision/leadership and a lack of career development that impact on 

employee productivity, effectiveness, quality and hotel service standards (Deery and Iverson, 1994; 

Davidson et al., 2001a, b, c; O’Connell and Kung, 2007). Empirical evidence has shown that lost 

productivity resulting from staff turnover may account for more than two-thirds of the total 

turnover cost (Hinkin and Tracey, 2008). 

A reduction in employee turnover would be a significant factor in reducing hotel costs and improving 

labour productivity. Yet, managing and accounting for turnover remains a vexed question for hotels 

as there is no single point of accountability within or between departments. There appears to be 

few successful strategies to achieve improved labour turnover and the hotel accountability 

structure remains relatively weak. The HRM budget generally covers direct costs of turnover 

(Davidson et al., 2006). This is most likely because the cost of staff turnover falls outside the 

conventional accounting practices within hotels. This practice signifies lost accountability and 

diminished internal organizational visibility for this cost.  The lost accountability issue is 

exacerbated when it is recognised that the cause of the cost originates from a different accountability 

unit (i.e. the area of the organization where the employee works) to the unit that incurs much of 

the cost associated with staff turnover (HRM). 
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Currall et al., (2005) found pay satisfaction to be positively related to performance and negatively 

related to employee turnover intentions. Similarly, the results of another study by Davis (2006) also 

showed general job satisfaction to be strongly and negatively related to turnover intentions (r = -

.69). Job satisfaction has been shown to be the main predictor of turnover intention (Larrabee, et 

al., 2003; Parry, 2008). 

A number of HRM practices have been suggested as potential solutions for turnover, such as 

investment in training, offering organizational support, adopting innovative recruitment and 

selection processes, offering better career opportunities (Cheng and Brown, 1998; Forrier and Sels, 

2003; Hinkin and Tracey, 2000; Walsh and Taylor, 2007; Walters and Raybould, 2007) and 

adopting measures to increase job satisfaction and commitment (Aksu, 2004). 

Empirical evidence has shown that lost productivity resulting from staff turnover may account for 

more than two-thirds of the total turnover cost (Hinkin and Tracey, 2008). As turnover increases, 

service quality may decline as it takes time and resources to “back fill” departing employees, 

especially at busy hotels (Lynn, 2002). 

Methodology 

This study looked into the impact of job satisfaction and organizational commitment on intention to 

leave. This study implemented a mixed methodology where both quantitative and qualitative data 

were obtained from the visiting lecturers in UUM. As for the quantitative data, a questionnaire was 

designed to measure the 3 variables. Four items were used to measure each of the 3 variables of the 

study.  

Measurement 

Out of the 4 items used to measure job satisfaction, 2 items were adopted from the Michigan 

Organizational Assessment Questionnaire by Commann, Fichman, Jekins, and Lesh (1979) and 2 

itmes were adopted from a 3-item scale developed by Friedman and Greenhaus (2001). These items 

were used to measure global job satisfaction.  

Organizational Commitment was measured using Allen and Meyer’s (1990,1996) Affective 

Commitment Scale. Affective commitment was chosen because it refers to the involvement and 

attachment to the organization/company. That is to say, the employee remains with the company / 

organization because he or she wants.  

In this study, Intention to leave was defined  as occurring when ‘ the employee decides to leave the 

organization at some unspecified point in the future’ (Sager, Griffeth, & Hom, 1998, p.225). This 

definition is based on a model prposed by Mobley (1977, s cited in Sager et al., 1998), where the 

contstruct ‘ thinking of quitting’ is directly related to ‘ intention to search’ , which directly related to ‘ 

intention to quit’ or intention to leave, which is related to turnover. Thee items were used to evaluate 

thougts and intention to leave the organization devleopemd by Chapman (1991) e.g. ‘ I would prefer 

another more ideal job than the one I now work in’ ). Chapman noted a principle components analysis 

of the measure yielded one factor. One item was added by Odle-Dusseau (2008) to assess a more 

behaviorla competent of intention to leave. The item was ‘ I am presently seeking to change jobs. 

Data Collection  

Both quantitative and qualitative data were obtained in this study. As for the quantitative data, out of 

98 questionnaire sent by e-mail, 12 were obtained and out of 50 questionnaires that were self-

administered, only 23 were obtained. The total number of questionnaires obtained was 35 out of 98, 

which makes a response rate of 35.71%.  
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As for the qualitative data, four interviews were held with four visiting lecturers from 

different countries. All four interviewees were from outside Malaysia.  

Results and Data Analysis 

Below are the results of the data analysis. Descriptive analysis, reliability analysis, correlation 

analysis, and regression analysis were used to obtain the results below.  

Reliability Analysis 
Reliability analysis was used to ensure that all items used in each variable are free from error, 

therefore, providing consistent results. The reliabilities of scales used were assessed through 

determination of Cronbach’s alpha. In general, reliabilities of more than 0.7 are good (Hair et al., 

2006). The Cronbach’s alpha obtained for this current study were conducted job satisfaction, 

commitment, intention to leave and intention to stay and are shown in Table 2.  

 
Table 2 

Reliability Coefficients for the Major Variables 

Variable Number of items Items dropped Cronbach Alpha 

Jon Satisfaction 4 - 0.83 

Commitment 4 - 0.82 

Intention to Leave 2 - 0.68 

Intention to Stay 2 - 0.90 

 

Correlation Analysis  
Table 2 represents the correlation matrix among the operationalized variables in this study. These 

bivariate correlations allow for preliminary inspection and information regarding hypothesized 

relationships. In addition to that, correlation matrix gives information regarding test for the presence 

of multicollinearity. The table shows that no correlations near 1.0 (0.8 or 0.9) were detected, which 

indicate that multicollinearity is not a significant problem in this particular data set. Hair et al., (2006) 

highlighted, high correlation (more than 0.8) between variables will lead to multicollinearity problem 

and is not recommended regression analysis to be performed. Finally, Table 3 proved the existence of 

the correlation between independent variables and dependent variable.  

 
Table 3 

Pearson Correlations of Study Variables  

Variable Jon Satisfaction Commitment Intention to 

Leave 

Intention to 

Stay 

Jon Satisfaction 1    

Commitment .614** 1   

Intention to Leave -.702
**

 -.504
**

 1  

Intention to Stay .384
*
 .325 -.163 1 

 

Descriptive Analysis 
 

Descriptive analysis was conducted in subsequent to the validation and reliability processes to 

ascertain the mean scores and standard deviations for the variables. Based on 35 valid cases being 

analyzed for all the variables namely independent and dependent, the statistic output as depicted in 

Table 4 was derived.  
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All the variables were measured using a 7-point Likert scales ranging from strongly disagree, which is 

weighted as 1, to strongly agree, weighted as 7. From the result it was found that most of the variables 

were more on the right scale on the 7-point Likert scale. The close mean score with each construct 

show each construct is closely related and warrant further statistical testing to understand how these 

constructs are related to each other.  

Table 4 

Descriptive for the Major Variables 

Variable Mean STD 

Jon Satisfaction 6.20 

5.71 

3.05 

5.25 

.967 

1.02 

1.47 

1.64 

Commitment 

Intention to Leave 

Intention to Stay 

 
As of October 27

th
, there are 98 visiting lecturers in UUM. Out of these 98 visiting lecturers, 24 are 

full professors (VK7), but 2 out of the 24 are distinguished visiting professors, 11 of them are 

associate professors (DS53), 57 of them are visiting senior lecturers (DS51) and 5 of them are senior 

lecturers (DS52) and only 1 as a lecturer.   

Out of the 98 visiting lecturers in UUM, there are only 12 females (12.24%) compared to 86 males 

(87.75%).  

As for the country of origin, the majority of the visiting lecturers came from Indonesia (18.36%). 

Table 6 below highlights the country of origin of the visiting lecturers.  

Hypothesis Testing 
 

As can be seen from table 5 all hypothesized relationships were supported. Hypotheses 1 predicts that 

there is a significant relationship between job satisfaction and organizational commitment. The results 

of regression equation testing this relationship show that job satisfaction explained 37 percent of the 

total variance of organizational commitment and it was positively related. In addition, hypothesis 2 

and 3 examining the relationship between commitment and intention to leave and intention to stay 

were supported as can be seen in table 5. Finally, hypotheses 4 and 5 examining the relationship 

between job satisfaction and both intention to leave and intention to stay were supported as well. The 

detailed results of regression analysis are present in table 5.  

 

 

Table 5 

Hypothesis Testing Results 

Path Description Hypothesis Beta 

Coefficient 

t-

value 

Supported 

JBCOM Job Satisfaction Commitment H1 0.614 4.465 YES 

COMLI Commitment Intention to 

Leave 

H2 -0.504*** -3.354 YES 

COMRI Commitment Intention to Stay H3 0.325* 1.974 YES 

JBLI Job Satisfaction Intention to 

Leave 

H4 -0.702*** -5.656 YES 

JBRI Job Satisfaction  Intention to 

Stay 

H5 0.384*** 2.391 YES 

 
Table 6: Country of Origin 
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Name of country  Number of visiting lecturers  

Indonesia  18 

India  14 

Nigeria  10 

Yemen 7 

Pakistan 6 

Bangladesh  6 

USA 6 

South Korea  2 

Malaysian 5 

Uganda 3 

The Philippines  4 

Iran 2 

Australia  2 

UK 2 

Japan 1 

Sri Lanka 1 

Palestine 1 

Zimbabwe 1 

Jordan 1 

Egypt 1 

Sweden 1 

Canada 1 

Ieland 1 

Iraq  1 

Singapore  1 

 

Qualitative Data Results  
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A non-direct question, which was ‘ Please tell us about your experience and how you feel about 

UUM’ ? Below are the transcripts of the answers to the question mentioned above.   

Interviewee 1 

Well, by and large, I am happy in UUM. The pay is ok. The people around here are kind. The weather 

is nice compared to my country; it is warm. The work load is not that bad; however, there are few 

things that are bothering me. One of these things is the working culture. People seem not 

bothering about what you are areas of research are. I have been here for about a year, no one even 

asked me or tried to get to know what my areas of expertise are. I felt as if I am a stranger to others 

in the school. Another thing is bureaucracy here. It takes too much time to get something settled. I 

believe UUM top management has got to know something about these few things.  

Interviewee 2  

I Joined UUM before more than one year. I think it is good to work here. People are kind. They smile 

to you and the pay is ok, al hamdu lellah. But, the teaching load is heavy. There is no time for 

research. I am not happy because compared to local lecturers who have many PhD students, I don’t 

have any so far. It is not fair, my colleague has just joined this semester and they appointed him as a 

second supervisor while I have been here for almost one year, they have not appointed me any. It is 

unfair. Why is that so? My local colleagues are nice, but I feel like a stranger. It could be how I feel, 

but this is how I feel. Oh, one more thing I don’t like is bureaucracy. Too much time is needed for 

them to settle one thing. I hope they will take better care of us as visiting lecturers.   

Interviewee 3 

I Joined UUM about one and a half years ago. There are many facilities around here that you can 

utilize. I do go swimming, I play soccer, I go cycling. I just love the environment. Some people refer 

to UUM as a jungle. I always respond by saying ‘ what a beautiful jungle it is’. Well, people are nice 

though some can just stab you from behind badly if they decide to. I could see that people here are 

more curious to know about you more than people in KL, for instance. Unfortunately, they never 

tried to know what you are doing academically. They care to know more about your personal life. 

Nevertheless, I was lucky to be surrounded by caring people, nice ones.  

As for the work here, it is good. But there are few things that I hope will improve by time. I still 

remember I had to wait for more than 3 months to get my name card. Three months!!! I was 

wondering why it had to take 3 months to settle a name card. I went to the main office of the 

school more than 7 times reminding the officer to get it done. Moreover, as an expatriate (visiting 

lectuere) here, I feel I am not part of the family. There are so many people in the school and faculty 

who thought I have just joined. We never met. There was no meeting organized for me to get to know 

other colleagues of mine in the same department even. I was wondering what is wrong ? Is it the 

culture? I did feel a stranger till I decided to break the ice a bit by bit. It is truly hard to get into their 

circles.  

 

Interviewee 4  

I encountered three problems here at UUM.  

First, the leaders and managers isolate themselves from the faculty. The only interaction is when 

they demand documents. The staff and managers treat us like we are custodians. I see no 

resemblance to a family atmosphere here at UUM.  
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Second, UUM has a very complex bureaucracy with many forms. I have trouble finding people 

who can explain things to me. Everyone acts as if everything is known and easy, but I am a 

foreigner. I could not even get a straight answer about the end date on my contract. I almost 

hopped on a plane to flee this nightmare we call UUM.  

Third, UUM has evolved into a bureaucratic nightmare. Everything requires multiple forms that take 

the administration weeks to process. Everything from time off, applying for reimbursing, approval to 

submit research articles, etc.  

Discussion and Conclusion  

The quantitative results showed that the majority of the visiting lecturers are satisfied 

(mean=6.2), quite committed (mean=5.7), their intention to stay is also noticeably high (mean5.2), 

and their intention to leave is quite low (mean3.05).  In addition, the qualitative results also showed 

that the visiting lecturers were satisfied with their job. However, the interviewees showed some 

concern about the working culture and bureaucracy. This study could serve as a reminder to UUM top 

management that taking care of the working culture and bureaucracy could contribute to more 

commitment and less turnover intention. It is worth mentioning that satisfying foreign lecturers who 

came from different cultures and who have different expectations could be a point of concern to UUM 

top management. It is important to merge the visiting lecturers into the system and make them feel 

they are part of the family so that they could be more committed and hence deliver more. In addition, 

correlation and regression analyses also indicated that there was a relationship between job 

satisfaction, organizational commitment and intention to leave or stay. This highlights the importance 

of making sure the visiting lecturers are satisfied so that they become committed and hence likes to 

stay longer in UUM.  

Comparing the quantitative to the qualitative data results, it is seen that there are some similarities in 

terms of satisfaction. However, the qualitative data results revealed few issues concerning satisfaction 

and hence intention to leave.  

All intereviewees stressed the importance of being integrated within the local environement. Four of 

them shed light on the working culture, which must reflect working with local staff as a family. They 

were all unhappy about being treated as strangers, as they described it. The other issue they 

highlighted was bureaucracy and the time wasted to get something settled. This result should serve as 

a feedback to UUM management so that certain steps are taken to ensure visiting lecturers are more 

integrated with the local staff, both academic and non-academic.  
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