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 The main objective of this research study is to examine the relationship between 

antecedents and organizational commitment of academic staff in Malaysia private 

universities. The study postulated that intrinsic motivation and job autonomy as 
important antecedents to improve academic staff commitment within institutions. A 

conceptual framework and a list of hypotheses have been formulated. This study is a 

cross-sectional study which based on proportionate stratified sampling technique, with 
a total of 203 respondents from two selected private universities. Various assumptions 

test were conducted such as normality test, outliers and multi-collinearity tests. Pearson 
correlation and multiple regression analysis were employed to test the hypotheses. The 

prominent findings revealed that intrinsic motivation and job autonomy significantly 

relates and contributes to organizational commitment and its three dimensions: 
affective, continuance and normative commitment. Based on the current research 

findings of the study, it is recommended that top management and human resources 

managers provide useful training and workshop to enhance academic staff skills and 
knowledge. Through these acts, it is hoped that improvement can be seen in the 

academic staff organizational commitment and subsequently improve institution 

performance and reputation. 
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INTRODUCTION 

 

Background of the private higher education institutions in Malaysia: 

 Malaysian private higher education (HEI) can be divided into two main categories which are public and 

private higher education sectors. For public higher education institutions (PuHEI), it’s comprises of universities, 

polytechnics, community colleges and branch community colleges. Private higher education institutions (PrHEI) 

consist of private universities, university-colleges, different foreign university branch campuses and colleges 

(Malaysian Qualification Agency (MQA), 2009). Due to the expansion of HEI in Malaysia, several statutory 

bodies have been established to monitor and regulate the development of HEI by Malaysian Government. The 

statutory bodies are Lembaga Akreditasi Negara (LAN) in 1996, Quality Assurance Division (QAD) in 2001 

and the Ministry of Higher Education (MOHE) in year 2004 (MOHE, 2008). Subsequently, Malaysian 

Government has formed Malaysian Qualification Agency (MQA) which is the combination of LAN and QAD.   

 The main objective of the establishment of MQA is to ensure high quality programmes offered by both 

PuHEI and PrHEI in Malaysia in order to meet international standards and subsequently contributes to the 

economic growth and individual’s personal development. And, the aim is “to promote public confidence that the 

provision and standards of award is being protected and increased”. Lastly, the priority responsibility of MOHE 
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is “to provide a strategic direction to all private and public higher education institutions and overseeing the 

development of the sub-sector in order to control the quality of higher education institutions in Malaysia” 

(MOHE, 2008).  

 

Research problem, gap and objective: 

 In the late 2010, Malaysian Prime Minister has launched the economic transformation programme (ETP). 

Due to the rapid change world economy the objective of ETP is to transform Malaysia from middle-income 

nation to high-income nation by 2020 (Economic Transformation Programme: A roadmap for Malaysia, 2010). 

Education sector is considered one of the important drivers to achieve the ETP objective by transforming 

Malaysia into a high-income nation in 2020. Private education sector is targeted to play an important role as 

catalysts for industry transformation by “raising quality standards and create an international higher education 

brand for Malaysia”. This sector would provide a considerable, widespread and sustained Gross National 

Income (GNI) impact. By year 2020, Malaysian Government expect approximately about 200,000 foreign 

student’s enrolment and study in Malaysia. 

 Malaysian Government should focus on the improvement and strengthen both public and private 

universities reputation in the world such as research and publication outputs and innovative teaching as the best 

way to attract more foreign students to further their studies in Malaysian universities (World Bank Report, 2007). 

It is important for administrators at the human resource department and top management of institutions’ to 

understand the behaviour and attitudes of academic staffs. By having this insight, deans and heads of department 

should be able to implement more effective practices to shape the attitudes of the academic staff. Subsequently, 

the academic staff would be able to make positive contributions towards organizational performance. Meyer and 

Allen (2000) indicated that organizational commitment is one of the most important work attitudes in the study 

of management and organizational behaviour. Besides this, job autonomy and intrinsic motivation are also 

important elements that could enhance organizational commitment (Humphrey et al., 2007; Galletta et al., 2011). 

However despite the importance of this area, there is a lack of research on this relationship especially in the 

education sector. It is important for administrators to study in depth on how job autonomy and job satisfaction 

impact organizational commitment in order to understand academic staff attitudes and behaviour towards 

organizational performance. A higher commitment will subsequently lead to higher employees’ retention, lower 

absenteeism and turnover rate. Consequently, it will increase the performance and reputation of the Malaysian 

universities and at the end this would assist the government to transform Malaysia into a high-income nation by 

2020. Therefore, the objective of this study is to examine the relationship of intrinsic motivation and job 

autonomy on organizational commitment of academic staff in Malaysian universities.  

 

Significance of the study: 

 By reviewing past literature on the relationship of intrinsic motivation and job autonomy with 

organizational commitment, we are able to provide valuable recommendations to the Malaysian Government, 

top management and human resource managers of private universities. Intrinsically motivated and increase job 

autonomy of academic staff will lead to higher organizational commitment. Besides, successfully strengthening 

the positive attitudes of the academic staff will eventually improve on the productivity, creativity, innovation 

and overall organizational performance. Ultimately, the aim is that through this initiative, Malaysian universities 

will be able compete with other foreign universities in attracting students to Malaysia.  

 

Literature Review: 

Organizational commitment:  

 Organizational commitment is a multidimensional concept. This concept can be further categorised into 

three dimensions named as affective, continuance and normative commitment (Meyer et al., 1987). Based on the 

Allen and Meyer (1990) study, the three components of attitudinal commitment are conceptually and empirically 

distinct to each other. The meaning and concepts of all the three dimensions of organizational commitment does 

not overlap with each other. Meyer et al. (1991) broadened the perspective of multidimensionality of 

organizational commitment through the componential model. Meyer and his colleague have proposed that 

organizational commitment should be linked to an individual’s psychological state. Based on this psychological 

state, an individual is concerned about their organizational engagement and the willingness to retain themselves 

with the organization (Meyer et al., 1997). 

 Affective commitment is defined as “an employee’s desire to be emotionally attached to the identification 

with and involvement in the organization” (Allen et al., 1990). Employees who have a strong sense of affective 

commitment will be more likely to stay with the organization because they want to. They will continue to work 

for the organization as their values are consistent with the organizational goals. Thus, they desire to remain with 

the company. The dimension of continuance commitment can be defined as the employees’ awareness or 

recognition of the benefits of continuing to remain in the organization versus the perceived cost of leaving the 

organization (Allen et al., 1990). The decision of leaving the organization depends on the cost of leaving and the 
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benefits of continuation to stay with the organization. When the costs of leaving are much higher than the 

benefits of continuation, then the person has higher continuance commitment. Lastly, the dimension of 

normative commitment is a consequence of an employee’s feeling of obligation to stay in the organization based 

on one’s personal norms and values (Allen et al., 1990). An employee will depend upon his or her personal 

belief about the right and moral to decide whether he or she should stay or leave the organization. For example, 

an individual employee might feel that one of the major reasons that he or she continues to work in the 

organization is that he or she believes that loyalty is important. Therefore, they may feel that they should remain 

with the organization through their sense of moral obligation. This shows that the person has high a normative 

commitment.  

 

Intrinsic motivation: 

 Ryan et al. (2000) defined intrinsic motivation as “the doing of an activity for its inherent satisfaction rather 

than for some separable consequence”. When employee finds their current job duties and tasks are enjoyable 

and interesting, they will have the desire and willingness to allocate a greater effort to carry out their duties and 

tasks. Grabner and Speckbacher (2009) posited that employee effort is not the only positive consequences for 

intrinsic motivation, but it’s also have great influence on other aspects of employee behavior.   

 

Job autonomy: 

 Teachers’ autonomy can be defined as a significant control that teachers’ have of themselves and their work 

environment (Pearson et al., 1993). This means that the teachers will have substantial freedom from supervision 

to accomplish their task. It also indicates freedom to coordinate the specific subject which has been assigned by 

the school or institution. Teachers’ autonomy will improve the innovations in teaching education and on-going 

teachers’ development (Mello et al., 2008). Bogler and Somech (2004) indicated that autonomy happens when 

the teachers’ feel free to make their own decision and has significant control over various aspects of their 

working life which may include scheduling, curriculum development, selection of textbooks and planning 

instruction. 

 

Organizational commitment and intrinsic motivation: 

 There seems to be a lack of past studies tested on the relationship between intrinsic motivation and 

organizational commitment (Galletta et al., 2011). Ingram et al. (1989) revealed that intrinsic and extrinsic 

motivations are significantly related with organizational commitment. They found that intrinsic motivation is 

more significantly related to organizational commitment as compared to extrinsic motivation. Other studies by 

Galletta et al. (2011) and Lam et al. (2008) discovered that intrinsic motivation is strongly related to 

organizational commitment, especially with affective commitment.  

 

Organizational commitment and job autonomy: 

 Parker et al. (2001) claimed that job autonomy is an important antecedent of organizational commitment 

within an organization. Cuyper et al. (2006) found that there is no significant relationship between job 

autonomy and organizational commitment for temporary workers. However, they found that the increase of job 

autonomy of permanents employees will enhance organizational commitment (Cuyper et al., 2006). They 

claimed that temporary employees’ perception is very much different from permanent employees’ perception 

towards organizational commitment. Usually, temporary employees’ are students who desire to earn extra 

income to support their study and daily expenses. Thus, the practices that help in enhancing the level of 

autonomy are ineffective to increase the job satisfaction and organizational commitment for temporary workers 

(Chan, 2003). Moreover, the studies of Humphrey et al. (2007) and Galletta et al. (2011) supported the evidence 

generated by Cuyper et al. (2006). Further to this, another research also found that job autonomy has the 

strongest relationship with affective commitment as compared to normative and continuance commitment 

(Parker et al., 2001). 

 

Conceptual framework and hypotheses development: 

 Based on the evidence presented in the literature review, intrinsic motivation and job autonomy seems to 

influence organizational commitment. Addition to this, extant literature encapsulates that intrinsic motivation 

and job autonomy have influences on the multidimensional of organizational commitment which are affective 

commitment, continuance commitment and normative commitment. Therefore, the proposed conceptual 

framework for the study is formulated and presented in Figure 1. 
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Fig. 1: The Proposed Conceptual Framework. 

 

A list of hypotheses proposed which is concerning the academic staff in Malaysian private universities: 

H1: Intrinsic motivation is significantly related to organizational commitment. 

H2a: Intrinsic motivation is significantly related to affective commitment.  

H2b: Intrinsic motivation is significantly related to continuance commitment. 

H2c: Intrinsic motivation is significantly related to normative commitment. 

H3: Job autonomy is significantly related to organizational commitment. 

H4a: Job autonomy is significantly related to affective commitment.  

H4b: Job autonomy is significantly related to continuance commitment. 

H4c: Job autonomy is significantly related to normative commitment. 

H5: Job autonomy and intrinsic motivation are significantly associated with organizational commitment. 

 

Research Methodology: 

Research instruments: 

 Survey method was employed for this study. The questionnaire comprised of two sections. The first section 

measures organizational commitment, intrinsic motivation and job autonomy. The items for organizational 

commitment were adopted from Allen et al. (1990) and consist of 24 questions. Items to measure intrinsic 

motivation and job autonomy were developed by Lawyer et al. (1970) with 4 questions and Hackman et al. 

(1976) with 9 questions respectively. A seven-point likert scale rated from 1 representing “strongly disagree” to 

7 “strongly agree” were used on all the statements. The second part of the questionnaire was the demography 

section and consists of 8 questions.  

 

Sampling design: 

 Proportional stratified sampling technique and self-administered questionnaire were introduced to select 

qualified respondents. The target population was academic staff of Malaysian private universities. Two private 

universities were selected namely: Universiti Tunku Abdul Rahman and Multimedia University. A targeted 

sample size was 260. Roscoe (1975) stated that sample sizes should be ten times or as large as the number of 

variables. Hence, the ratio for this study is 1:77. Thus, the sample size is deemed to be adequate and large 

enough.  

 

Data collection: 

 The questionnaires were distributed to 430 academic staff through personal distribution, online survey and 

email. A total of 224 questionnaires were returned, yielding a 52% response rate. However, only 203 sets of 

questionnaires were usable as the remaining 21 questionnaires were incomplete. This yields a 47% net response 

rate. Data analysis can be conducted based on this response rate as Sekaran (2003) stated that 30% response rate 

is acceptable and adequate for most research study. 

  

Data Analysis: 

Respondents’ profile: 

 Of the 203 respondents, the majority were female respondents (n=114, 56.2%). Thirty seven percent (n=75) 

of the respondents fall in the group of 30-39 years old. This is followed by age group 40-49 years (n=57, 28.1%), 

below 30 years (n=49, 24.1%) and 50 and above (n=22, 10.8%). As for ethnic composition, the main bulk of the 

sample were Chinese, 71.4% (n=145) and the remaining respondents were Malay and Indians, of 16.8% (n=34) 

and 11.8% (n=24) respectively. One hundred fifty six respondents have master’s degree qualification (76.9%), 

33 respondents PhD holder (16.3%), 8 respondents have other professional qualification (3.9%) and 6 

respondents have undergraduate degree (2.9%).  

 

 

Intrinsic 

Motivation  

Organizational Commitment  

Three Dimensions: 

Affective Commitment  

Continuance Commitment  

Normative Commitment  

Job Autonomy  

H1 

H2a-c 

H3 

H4a-c 
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Factor analysis: 

 Factor analysis was used to validate the measurement construct. Two factor analyses were run in order to 

verify the dimensionality of intrinsic motivation and job autonomy. Based on table 1, the Kaiser-Meyer-Olkin 

values’ for intrinsic motivation (0.786) and job autonomy (0.883) were acceptable (above 0.5). Furthermore, 

Bartlest’s test of sphericity for intrinsic motivation (p=0.000) and job autonomy (p=0.000) were significant for 

all correlations within a correlation matrix. From the principal components analysis, table 2 revealed that all the 

Eigenvalues for the construct intrinsic motivation and job autonomy were greater than 1.0. The four items for 

intrinsic motivation accounted for 80.63% of the variance while the nine items for job autonomy accounted for 

71.11% of the variance. 

 
Table 1: Factors Identified by the Principal Components Factor Analysis for Intrinsic Motivation and Job Autonomy. 

  

Factor’s Name Items Factor’s 
Loading 

Eigenvalues 

Intrinsic Motivation 1 feels a great sense of personal satisfaction when I do my job well. 0.931 6.400 

When I do work well, it gives me a feeling of accomplishment. 0.931  

Doing my job well increases my feeling of self-esteem. 0.865  

When I perform my job well, it contributes to my personal growth and 
development. 

0.858  

Job Autonomy The job allows me to plan how I do my work. 0.913 3.225 

The job allows me to make decisions about what methods I use to 

complete my work. 

0.885  

The job provides me with significant autonomy in making decisions. 0.875  

The job allows me to decide on the order in which things are done on 

the job. 

0.867  

The job allows me to make a lot of decisions on my own. 0.845  

The job gives me considerable opportunity for independence and 
freedom in how I do the work. 

0.834  

The job allows me to decide on my own how to go about doing my 

work. 

0.816  

The job allows me to make my own decisions about how to schedule 
my teaching. 

0.798  

The job gives me a chance to use my personal initiative or judgment 

in carrying out the work. 

0.688  

Kaiser-Meyer-Olkin = 0.786, Bartlet’s Test = 0.000 

 

 

 

Reliability analysis: 

 The minimum acceptable level of reliability coefficient value is 0.7 (Hair et al, 2007). Table 2 shows that 

the Cronbach Alpha Reliability Coefficient values for organizational commitment (0.862), intrinsic motivation 

(0.918) and job autonomy (0.944) were above 0.8. Therefore, it can be considered a very good reliability. 

Further to this, the values for the multidimensionality of organizational commitment namely: affective (0.815), 

continuance (0.819) and normative (0.703) commitments also displayed a good reliability values 

 
Table 2: Reliability Test Value for Independent and Dependent Variables. 

Variables No. of Items Cronbach’s Alpha 

Organizational Commitment 24 0.862 

Affective Commitment 1-8 0.815 

Continuance Commitment 9-16 0.819 

Normative Commitment 17-24 0.703 

Intrinsic Motivation 4 0.918 

Job Autonomy 9 0.944 

 

Normality test and outliers: 

  Skewness and Kurtosis normality tests were used to confirm that the data were normally distributed. This is 

another assumption that must be fulfilled before the proceeding of inferential analysis part. Hair et al. (2007) 

indicated that data skewness values must be within the range of +1 and -1 and kurtosis values must be in 

between +3 and -3. Table 4 revealed that both kurtosis and skewness test value for all the variables including 

dependent variable were fall within the acceptable range. Therefore, the data were considered normally 

distributed. In addition to this, the standard residual values of multiple linear regressions were between -2.723 

and 2.130. This indicated that there were no outliers and all the cases fall within the range of +3 and -3. 

Furthermore, the mean of standard residual and standard predicted values were 0.000. This means that the data 

was independent and normally distributed.  
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Table 3: Normality Test Results. 

Variables Skewness Kurtosis 

Organizational Commitment 0.194 0.015 

Intrinsic Motivation -0.346 -1.071 

Job Autonomy -0.622 0.852 

Standard Residual = -2.723 to 2.130 

Mean of Standard Residual = 0.000 

Mean of Standard Predicted Value = 0.000 

 

Predictive and discriminant validity: 

 Pearson correlation tests were employed to examine the predictive validity of the variables. Table 4 

indicated that job autonomy was positively correlated with organizational commitment (r=0.248, p=0.000), 

affective (r=0.212, p=0.002) and continuance commitment (r=0.260, p=0.000), but not correlated with 

normative commitment (r=0.087, p=0.218). On the other hand, intrinsic motivation positively correlated with 

organizational commitment (r=327, p=0.000), affective commitment (r=0.418, p=0.000), continuance 

commitment (r=0.173, p=0.013) and normative commitment (r=0.172, p=0.014). Hence, this indicated that there 

is a predictive validity for the variables. Besides this, it is also found that all the independent variables (r=0.445, 

p=0.000) were not highly correlated. Thus, multicollinearity did not pose any problem in this study.  

 
Table 4: Correlation between Factors Scores of Independent Variables and Dependent Variable. 

Independent variables Intrinsic Motivation Job Autonomy 

Organizational      Correlation 0.327 0.248 

Commitment         p-value 0.000 0.000 

Affective              Correlation 0.418 0.212 

Commitment         p-value 0.000 0.002 

Continuance         Correlation 0.173 0.260 

Commitment         p-value 0.013 0.000 

Normative            Correlation 0.172 0.087 

Commitment         p-value 0.014 0.218 

Intrinsic               Correlation 1.000 0.445 

Motivation            p-value 0.000 

Job                       Correlation 0.445  

1.000 Autonomy             p-value 0.000 

N = 203 

 

Multiple regression analysis: 

 Subsequent analysis looks at multiple regression analysis of all independent variables and organizational 

commitment. Based on table 5, the results of tolerance and VIF value were acceptable. Hair et al. (1998) argued 

that the tolerance rate must be more than 0.1 and VIF < 10. Hence, this indicated that there is no multi-

collinearity issue. Table 5 also demonstrated that the overall result for the regression model was significant 

(p=0.000) with F-value of 25.585 which means that at least one predictor significantly contributes to the 

organizational commitment model. Moreover, the R-square value was 0.204 which means that intrinsic 

motivation and job autonomy were able to explain 20.4% of the variation in organizational commitment. It was 

found that intrinsic motivation (p=0.000, t=4.933) and job autonomy (p=0.000, t=4.903) were significant 

predictors of the organizational commitment model. Additionally, the result of standardized coefficient indicated 

that intrinsic motivation (b=0.312) was the most important variable that contributes to organizational 

commitment model. This is followed by job autonomy with a beta value of 0.310. The following is the multiple 

regression equation for the study: 

Organizational Commitment = 2.153 + 0.269(Intrinsic Motivation) + 0.165(Job Autonomy)   

   

 For every unit increase in intrinsic motivation, organizational commitment will go up by 0.269 units, 

provided that job autonomy remains unchanged.  

 
Table 5: Result of Regression Analysis. 

 Unstandardized Coefficients Standardized   Collinearity 

Coefficients   Statistics 

B Std. Error Beta t Sig. Tolerance VIF 

Constant 2.153 0.354  6.086 0.000   

IM 0.269 0.055 0.312 4.933 0.000 0.997 1.003 

JA 0.165 0.034 0.310 4.903 0.000 0.997 1.003 

R-Square = 0.204     Adjusted R-Square = 0.196 

F-Value = 25.585     Sig. = 0.000 
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Discussion: 

 The above result indicated that there is a significant positive relationship between intrinsic motivation and 

organizational commitment. Thus the proposed hypothesis 1 is supported. This finding is consistent with past 

studies (Galletta et al., 2011; Lam et al., 2008). Once an academic staff is intrinsically motivated, he or she will 

have more commitment in their job and organization. Furthermore, intrinsic motivation is found to have 

significant positive association with affective commitment, continuance commitment and normative 

commitment. Hence, hypotheses 2a-c are supported. Additionally, it is also discovered that intrinsic motivation 

has the strongest relationship with affective commitment as compared to continuance commitment and 

normative commitment. The result is confirmed by Galletta et al. (2011). However, intrinsic motivation has the 

weakest relationship with continuance commitment. Chan (2003) claimed that continuance commitment is not 

an organizationally beneficially attitude, therefore, it is difficult to have strong relationship between intrinsic 

motivation and continuance commitment.  

 As for hypothesis 3, the result indicated that job autonomy has a significant positive relationship to 

organizational commitment. Therefore, hypothesis 3 is supported. A number of researchers who studies this 

relationship have also yielded consistent results (Galletta et al., 2011; Cuyper et al., 2006). Cuyper et al. (2006) 

stated that high level of job autonomy will increase permanent employees’ commitment within an organization. 

It is also found that job autonomy is positively associated to affective commitment and continuance commitment, 

but do not have any association with normative commitment. Hence, H4a and H4b are supported but H4c is 

rejected. The finding also postulated that job autonomy has the strongest association with continuance 

commitment. Based on the regression model, it is demonstrated that intrinsic motivation and job autonomy have 

significantly contributed to the organizational commitment model. Intrinsic motivation is the strongest predictor 

followed by job autonomy. This means that an increase in intrinsic motivation will enhance academic staff 

commitment within an institution.  

 

Implications: 

 As mentioned earlier, review of the literature revealed that there were no past studies that examine both 

intrinsic motivation and job autonomy with organizational commitment. Moreover, there is a paucity of research 

tested on this relationship especially in education sector. In addition, it is also found that no past research tested 

intrinsic motivation and job autonomy towards the three commitment dimension namely, affective commitment, 

continuance commitment and normative commitment of academic staff in the Malaysian private university 

sector. Therefore, the study has a theoretical contribution. Furthermore, the findings from this study re-affirm 

the relationship of intrinsic motivation and job autonomy with organizational commitment.  

 The theoretical implication provides some insights and feedback for administrators, deans of faculty and 

human resource managers in drafting various strategies to improve academic staff commitment in private 

universities. There are some practical implications that can be drawn. It is important to focus on how to 

intrinsically motivate academic staff as it is strongest predictor of organizational commitment model. 

Universities are advised to provide adequate training to improve academic staff skills and knowledge in 

executing their job duties. Lee et al. (1989) suggested that socialization programs should be conducted for new 

academics by Human Resource department. In the long run, the decline of academic staffs’ role-conflict and 

role-ambiguity will result in increasing commitment within an institution. Thomas et al. (1990) added that the 

Human Resource personnel should offer suitable professional development programs to academic staff to 

increase their intrinsic motivation within an institution.   

 

Limitations and future research: 

 There are several limitations that need to be addressed. Firstly, the study used self-administered 

questionnaire to conduct field work. This has raised the concerns of mono method bias. Secondly, a cross 

sectional is employed in this research. This, however, is only capable of revealing the net effect of the predictor 

variable towards a particular criterion variable at a specific point in time (Cavana et al., 2001). Moreover, cross 

sectional design does not provide a strict causal conclusion. In other words, it is difficult to determine the causal 

relationship and effect. For future research, it is encouraged to conduct a longitudinal study as it can capture the 

temporal dynamics of perception change and helps to identify cause and effect relationships between two 

variables. Future studies should also consider other potential antecedents of organizational commitment among 

the academic staffs’ of Malaysian private universities. Finally, it might be useful to conduct a comparative study 

to examine whether there are any differences between academic and non-academic staff.  

 

Conclusion: 

 The paper reviews the existing literature on the relationship of intrinsic motivation and job autonomy with 

organizational commitment in context of Malaysian private university sector. The study also tested the 

relationship of intrinsic motivation and job autonomy with the three dimensions of commitment. The result 

revealed that intrinsic motivation is the strongest predictor towards organizational commitment. Therefore, these 
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prominent findings have provided new insight for HRM, deans of faculty and administrators to understand 

which important antecedents will greatly affect the academic staff commitment in the institution. The result 

emphasizes the importance of intrinsic motivation in private university sector. By focusing on how to 

intrinsically motivate academic staff, this will help to shape their attitude and behaviour towards their 

institutions. Subsequently, this will improve the organizational performance. With this, Malaysian private 

universities reputation will be strengthened and hopefully will attract more foreign students to enrol their studies 

in Malaysia.  
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