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ABSTRACT

This study intends to identify the level of affective, continuance, and normative commitment of the
employees in the Asian contexts. This study also intends to determine the influence of personal
variables of employees of local authority organization to the organizational commitment. Survey data
were obtained from 105 respondents. Data were collected using a questionnaire that was developed
by Allen and Meyer (1990). This study applies western theories in non — western context environment.
Results suggest that while organizational commitment of the employees can be conceptualized in term
of affective, economic based, and moral attachment to the organization, normative commitment was
found to have the most influential in the organizational commitment. The results of this study also
found that the employee of the local authority organization who participates in this study shows that
they have a weak affective commitment. Future research need to be conducted in order to investigate
other facet of organizational constructs that influence the organizational commitment and also
identifying factors that influence the organizational commitment as well its consequences to the
organization as a whole.
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INTRODUCTION

Commitment is identified as important construct in organization (Singh and
Vinnicombe, 1998). Organizational commitment is part of attitudinal components that have
influence on work performance (Daft and Marcic, 2009, p.443) and also affecting job
behavior (Robbins, 1989, p.122).lt is important for the managers to understand on the
employees attitude because it will determine how people perceives the work environment,
interact with others, and behave on the job (Daft and Marcic, 2009, p. 441).

Hence realizing the importance of employees’ commitment to the organization, some
organizations embark on many actions such as by providing various courses and training, as
well as education to the employees. Organizations that select, develop, manage and
motivate their workforce to produce outstanding business results have an extraordinary
competitive advantage that others cannot copy (Nalbantian, Guzzo, Kieffer, Doherty, 2004).
In order to stimulate employees’ commitment, managers offers rewards’ packages and fringe
benefits in conjunction with the changes of quality of work commitment (Putterill and Rohrer,
1995). However, those investments made on the employees particularly on training and
personnel development become costly when managers ultimatelyfind that the turnover rate is
high in the organization (Stallworth, 2004).
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According to Meyer and Allen (1991), high committed workers will demonstrate their loyalty
to the organization while lower committed workers will indicate a sign of turnover intention to
the organization and intention to quit among the workers. While Guest (1998) suggest that
committed workers symbolizes compulsory presenteeism at workplace, good attendance
record and work hard for organization (Mowday, Steers, and Porter (1982). Further
committed workers would find their personal goals are align with organizational goals and
this finally made the employees part of the organization (Allen and Meyer, 1990).

Nevertheless, to develop and maintain the level of commitment of employees to the
organization were not an easy task. The level of commitment might varies from time to time
due to the technological changes, demanded workload, quality improvement in organization,
organizational changes (Lamsa and Savolainen, 2000), and also other variables that have
influence the employees commitment directly and indirectly. This study intends to identify the
distinct level of organizational commitment of the local - state authority organization in
Sarawak.

ORGANIZATIONAL COMMITMENT

One of the major jobs — related attitude that receives high attention in academic
research is organizational commitment (Robbins, 1989, p.122, Daft and Marcic, 2009,
p.443). Throughout the 1980s and 1990s, the organization and management consultants
have researched the concept of organizational commitment and report that highly committed
employees are likely to be more effective, and be concerned with contributing to organization
improvement (Metcalfe and Dick, 2001).The study of organizational commitment has
generated much debate and extensive literature of late (Shepherd and Mathews, 2000).
Many concepts and definitions have been developed in the literatures. There are different
key characteristics that demonstrated by committed individuals which can be found in various
conceptualization of commitment.

Robbins (1989, p.123) have defined organizational commitment as an individual’s orientation
toward the organization in terms of loyalty, identification, and involvement. Daft and Marcic
(2009, p.444), have defined it as employees loyalty to and engagement with the organization.
Noe, Hollenbeck, Gerhart and Wright (2008) defined organizational commitment as the
degree to which an employee identifies with the organization and is willing to put forth effort
on its behalf. Mowday, Steers and Porter (1979), defined the organizational commitment as
the relative strength of an individual's identification and involvement in a particular
organization. Allen and Meyer (1990) summarized the major definitions of organizational
commitment provided by different theorist and categorized them under three broad themes.
These include the affective orientation theme, the cost based theme, and the moral or
obligation responsibility of commitment theme. Organizational commitment can be defined as
a mind set or psychological state of feelings and/ or beliefs concerning the employees’
relationship with an organization (Meyer and Allen, 1991, p. 62).

THE ORGANIZATIONAL COMMITMENT APPROACH

Based on the organizational commitment literature, Suliman and lles (2000) have
identified that there are four major approaches in conceptualizing the organizational
commitment which namely attitudinal, the behavioral, the normative approach and the
multidimensional approach.
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The attitudinal approach is a type of commitment whereby the employees will specifically
express their attitude to the organization. The attitudinal commitment is in line with the
definition that was developed by Mowday et al. (1979). According Mowday, et al.(1979)they
mentions that organizational commitment consists of three characteristics; a belief in and
acceptance of the values of the organization, a strong willingness to put in effort for the
organization, and lastly as the desire to remain with the organization. Furthermore, Mowday
et al. (1982) explained that attitudinal commitment is also focuses on the process of people
think their relationship with their organization. In this approach, factors that influence the
attitudinal commitment is positive work experience, personal characteristics and job
characteristics (Mangaleswaran and Srinivasan, 2012). However Meyer and Allen (1991)
argue that the attitudinal approach is the behavioral consequences of commitment that are
likely to have influence on the conditions that contribute to stability or change commitment.

The second approach as identified by Suliman and lles (2000) is behavioral commitment.
The employees continue to stay in organization because of personal investment made to the
organization such as length of time spent in organization, friendship in the organization,
pension benefits that bond the employees to the organization. Mangaleswaran and
Srinivasan (2012) further explain that employees continue to commit because of the sunk
cost that have to be forgotten which are too pricey. Behavioral commitment is also about a
process of individual locked with the organization and deals with the problem (Mowday et al,
1982). However Meyer and Allen (1991) argue that behavioral approach is an attitude that
result from expected behavior that have an effect the tendencies of behavior will be repeat in
the future.

The third approach as identified by Suliman and lles (2000) is normative commitment that
suggests the employees feel obligated to stay in organization when the employees found
their personal goals and values in line with organization. Wiener (1982) mentioned that
normative commitment was form when the employees internalized the normative pressures
in the organization.

The last approach is multidimensional commitment which suggests the combination of all the
commitment mentioned above. The most popular and acceptable multidimensional approach
that extensively used in previous organizational commitment studies is Allen and Meyer's
model (1990). According to Meyer and Allen (1991, p.61), the development of the
organizational commitment model is due to its diversity of the conceptualization and
measurement that made difficult to interpret the results. They further explained that the
development of this model is beyond the conceptualization of attitudinal commitment and
behavioral commitment. Meyer and Allen (1991, p.62) argue with the concept introduced by
Mowday et al. (1982) that the psychological state of organizational commitment should not
be limit to the congruency of value and goals but it can create a desire, need and obligation
to maintain membership in the organization. The three distinct components of
organizational commitment are known as affective commitment (a desire to committed),
continuance commitment (a need to committed), and normative commitment (an obligation).

Affective commitment

The first component of Allen and Meyer's model (1990) of commitment is affective
commitment. Meyer and Allen (1991) defined affective commitment as emotional attachment
to, identification with, and involvement in the organization. meyer and Allen (1991) further
explained that employees with strong affective commitment continue to stay in the
organization because of they ‘want’ to do so. According to Rohrer (1989), affective
commitment represents the effort contributed by the employees to the organization whereby
the composite state of affective influenced the employees’ effort on the job on behalf of the
organization.
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Continuance Commitment

The second component of Allen and Meyer model is continuance commitment. Meyer
and Allen (1991)defined continuance commitment as an awareness of the costs associated
with leaving the organization. Meyer and Allen (1991) continue to explain that the employees
that high in continuance commitment continue to stay becausethe employees ‘need’ to do so.
Continuance commitment described as a composite affective state of the employees that
influenced the employees’ thoughts of quitting or leaving the organization (Rohrer, 1989).
Allen and Meyer (1990), states that the employees have to make decision and careful
evaluation in calculating the cost of leaving organization. Meyer and Allen (1991, p.71)
explained that the most frequently studied in continuance commitment are side bets,
investment, and the availability of alternatives.

Normative Commitment

The third component of organizational commitment is normative commitment
whereby Meyer and Allen (1991) defined it as an obligation to remain with the organization.
Allen and Meyer (1990) suggest that employee stay in organization because it is a proper
way to behave. To understand clearly the concept of normative commitment, Meyer and
Allen (1991, p.66) cited from the work of Marsh and Mannari (1977) whereby employees stay
in organization because they consider it as morally right to stay regardless the status
enhancement and satisfaction that they received from the organization over the years. From
the definition of Allen and Meyer (1990), Shepherd and Mathews (2000) conclude that
normative commitment is one of obligation. Meyer and Allen (1991, p.71) further mentioned
that the employees that has high normative commitment continue to stay in organization
because the employees feel that they are ‘ought’ to stay in the organization. Meyer and Allen
(1991, p.72) further explain that the employees feel it is obligated to stay in organization due
to imbalance relationship between individual and organization. The advance reward received
by the employees such as cost associated with training, or scholarship has made the
employees bonded and continues to stay until the debt is repaid.

PURPOSE OF STUDY

This study intends to identify the level of affective, continuance, and normative
commitment of the employees in the Asian contexts particularly on Malaysian perspectives.
Numerous studies on organizational commitment were massively found in Western countries
(for example Singh and Vinnicombe, 2000; Shepherd and Mathews, 2000; Bennet and
Durkin, 2000) and Middle East countries (For example Suliman and lles, 2000) however
limited study has been found in Asian context (McKenna, 2005). Therefore the aim of this
study is to extent the literature from Malaysian context.

Therefore the main objective of this study is to determine the level of affective commitment,
continuance commitment and normative commitment of the local authority employees to the
organization. Besides that this study also wants to determine the overall organizational
commitment of the respondents who participates in this study.

Apart from that, this study also intends to determine the influence of personal variables of
public sector employees to the organizational commitment. The personal variables that were
included in this study are gender and age, and length of service of employees of the local
authority organization.
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METHODS
Sample

This study was conducted in one of the local state authority organization in Sarawak. The
main responsibilities of this organization are to promote the tourism industry of Sarawak at
both domestic and international level. This organization currently has three main branches
that functions differently at different area. To measure the employees’ commitment a self
administered has been distributed to collect data. For confidentiality reason the name of the
organization studied are not disclosed in this paper. A total of 45.9 percents of the
gquestionnaires have been returned to the researcher, representing 105 valid responses of
the respondents that have been analyzed in this study. The respondents who participate
from this study are top managers, middle managers, and administrative staffs of the
organization.

Measures

The questionnaires designed are split into two parts. The first part of the questionnaires are
began with some background items concerning the respondents personal variables that are
consist of age, gender, and length of service of the employees in the organization. Results
from previous studies of organizational commitment shows that the information of personal
variables of employees has influence on their commitment to the organization.

The second part of the questionnaires consists of a set questionnaire which is Organizational
Commitment Questionnaires (OCQ) that was developed by Allen and Meyer (1990). The
guestionnaires consist of three major components based on the different variables of
commitment as suggest by Allen and Meyer model that namely affective commitment scale,
continuance scale, and normative scale. Each of the components is consist of eight items
which made up of twenty four items for overall. In order to avoid bias response from the
respondents, all of the items were mixed up randomly. To measure each item, seven point
measurement of Likert Scale has been used to measure the attitude of the respondents
towards the statement of each items that ranging from strongly agree to strongly disagree.
The mean scores are based on Nunnaly (1967) of four psychometric scales that varies from
1 to 7, where 1 to 2.99 indicates high negative, 3 to 3.99 indicates low negative, 4 to 4.99
indicates low positive, and 5 to 7 indicates high positive scale of commitment.

Data Analysis

For data analysis of this study, the data were analyzed by using the Statistical Package for
Social Sciences (SPSS) version 12. To determine the reliability, each items and components
of the Organizational Commitment Questionnaires (OCQ) was assessed by using
Cronbach’s Alpha Coefficient. To determine the level of affective commitment, continuance
commitment, and normative commitment of the employees, therefore the items was
assessed based on the mean score of each components of the organizational commitment.
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RESULTS

Based on the total response of the returned questionnaires that have been analyzed, the
highest participation of the respondents of this study is made up by male employees with a
50.5 percents while women employees contributed 49.5 percents to this study. In terms of
age, the highest response rates are those who are at 36 to 45 years old, followed by those
who are at 26 to 35 years of age. In terms of tenure, it is found that the longest lengths of
service of the employees are those who have worked for more than 11 years.

To measure the consistency of the measurement, each items of organizational commitment
scale were assessed by using Cronbach’s alpha. The results show that the value for affective
commitment is 0.64, continuance commitment is 0.69, and normative commitment is 0.76.
The reliability value for overall items is 0.87. According to Sekaran and Bougie (2009, p.
325), the acceptable consistency value is above 0.6 and they further mentioned that the
closer Cronbach’s alpha value to 1, the higher the internal consistency reliability of the
measurement (p.324). Therefore each of the components of the measurement used in this
study is good and overall value of internal consistency for the whole components is high.

Based on the analyses that have been conducted, the mean result of affective commitment
of the local authority of the organization is 4.4, whereas mean result of continuance
commitment is 4.48, and normative commitment is 4.65. The overall average of the
organizational commitment of this study is 4.51.

In terms of gender, it is found that male employees are more committed in all aspects of
organizational commitment as compared with female respondents. The results indicate that
men tend to have more emotional attachment to the organization as compared to women.
Men also show that they are more satisfied with the benefits offered by the organization as
compared to women. Moreover, men show high degree of loyalty to the organization as
compared to women.

In terms of age, it is found that younger employees have higher organizational commitment
in overall components of organizational commitment. Surprisingly, those employees who are
aging in the organization shows the lowest level of commitment in all aspect of affective
commitment, continuance commitment, and normative commitment. The lowest results
havecontributed the lowest score for the senior employees in the organization.

In terms of the length of service, those who demonstrate highest organizational commitment
are those who have work between 1 to 5 years of service. This group of employees also
shows that they have high affective commitment and normative commitment as compared to
those who have work for more than five years. However, continuance commitment is found
to be high among those who have served the organization within 5 to 10 years period.

DISCUSSION AND CONCLUSION

The overall conclusion for affective commitment of the local authority employees in
this organization shows that the employees have positive but at low level. This is because
the score for overall items in measuring affective commitment is positive but at lower level.
While for continuance commitment, the total average score is 4.48 which above average but
higher than affective commitment. While results for normative commitment shows the highest
mean value among the score but still not achieving moderate level. In sum, the overall score
of commitment is 4.51 which are at positive but lower level.
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In terms of gender, the result of this study was supported by previous research undertaken
by Singh and Vinnicombe (2000), whereby female employees was found as a less committed
as compared to men. Singh and Vinnicombe (2000) explained that men and women have
different meaning of commitment which impact on how they view commitment at work. They
further explain that women are burdened with family responsibilities and prefer to stress on
the family needs rather than organizational needs. On the other hand, men is more
committed to the organization because men view commitment to work as career and they are
the breadwinner of the family thus men need to be committed more in their work. This study
concludes that gender have impact o individual belief in the organizational goals as well as
their willingness to exert additional effort on behalf of the organization.

In terms of age, younger employees were found to demonstrate more commitment as
compared to senior employees. The results of this study were supported by Wim and
Margriet (1998) that found junior employees are more committed than senior employees
because they are very eager to start their career while at the same time there are so many
things to be learn in organization. However, the employees who are at 46 to 55 years old
also show high commitment particularly on normative commitment to the organization.
According to Suliman an lles (2000), they explained that age variables were found to have
significant relationship with affective, continuance, normative commitment and organizational
commitment. Aging employees shows high commitment because they are very excited to
retire from the organization. Age is a reason for organizational commitment (Mangaleswaran
and Srinivasan, 2012).

Lastly, length of service was found to have influence on the commitment of the employees to
the organization. Those who have worked between 1 to 5 years in organization shows
highest level of commitment whereas those employees who have work for more than 6 years
and above shows less commitment. Allen and Meyer (1990) argue that the employees who
stay longer in organization possess higher commitment because the number of years of
experience has an impact on organizational commitment. Nonetheless, the result of this
study is in line with Beck and Wilson (2000) who has found that commitment of employees is
decreasing with tenure, and those who have served about 4 years shows high commitment
(Mangaleswaran and Srinivasan, 2012). While Pete Naude, Janine Desai, and John
Murphy’s (2003) indicates that those individuals who have worked for the company for
shorter time periods have more positive perception of organization commitment.

In conclusion, there is a need for the organization to look carefully at the climate of the
organizational commitment of the employees in organization. Overall organizational
commitment results point out that the level of affective, continuance and normative
commitment is positive but at low level. This study suggests that managers need to make
some improvements on the human resource related practices in order to improve the level of
commitment of the employees. Managers also need to take into account the demographic
profiles of the employees in order to design a program or other work related activities that
can improve the level of commitment.

Apart from that, there is a need for future research to study the relationship of organizational
commitment with other work related attitude that have influence on organizational
performance such as the elements of job satisfaction in organizational. In reflection of the
organizational commitment results of this study, Pence (1996) states that lower commitment
is results from weak support systems that have failed to support the quality initiatives made
by employees. Therefore Pence (1996) also explained that to encourage commitment among
the employees, the managers and directors should improve the organizational support
systems such as policies and procedures, rules and regulation, communication systems,
training and reward systems, and as such that would influence the commitment level of the
employees to the organization. Future research also needs to be conducted in order to
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investigate other facet of organizational constructs that influence the organizational
commitment and also identifying factors that influence the organizational commitment as well
its consequences to the organization as a whole.

56



Proceedings of International Conference on Public Policy and Social Science, UiTM Melaka Malaysia, November 2012
ISBN 978-967-11354-5-7

REFERENCES

Allen, N.J. and Meyer, J.P., (1990), “The measurement and Antecedents of Affective,
Continuance, and Normative Commitment”, Journal of Occupational Psychology, 63,
pp.1-18

Daft, R.L. and Marcic,D., (2009), “Management: The new workplace”, Sixth edition, South —
Western, China.
Lamsa, A.M. and Savolainen, T., (2000), “The nature of managerial commitment to
strategic change”, Leadership and Organizational Journal, 21/6, pp.297 — 306

Mangaleswaran, T. and Srinivasan, P.T., (2012), “Organziational commitment in Public
Sector banks: A comparative study of India and Sri Lanka”, International Journal of
Marketing, Vol.1, No.4, pp. 100 — 106

Marsh, R.M. and Mannari, H., (1977), “Organizational commitment and turnover: A predictive
study”, Administrative Science Quarterly, 22, p. 57 — 75
Meyer, J.P. and Allen, N.J., (1991), “A three component of conceptualization of
organizational commitment”, Human Resource Management Review, Vol. 1, No. 1,
pp. 61 — 89

Mowday, R.T., Steers, R.M., and Porter, L.W., (1979), “The measurement of organizational
commitment”, Journal of Vocational Behavior, 14, p.224 — 247.

Mowday, R.T., Steers, R.M., and Porter, L.W., (1982), Employee — Organization Linkages:
The Psychology of Commitment, Absenteeism, and Turnover, Academic Press,
London. Nalbantian, R, Guzzo, R A, Kieffer, D and Doherty, J (2004) “Play to Your
Strengths: Managing your internal labour markets for lasting competitive
advantage”,McGraw-Hill, New York.

Naude, P., Desai, J., and Murphy, J. (2003), “Identifying the determinants of internal
marketing orientation”, European Journal of Marketing, Vol. 37 No. 9, pp. 1205-1220

Noe, R.A., Hollenbeck, J.R., Gerhart, B. and Wright, P.M. (2008), “Human Resource
Management: Gaining a competitive advantage”, Sixth edition, McGraw Hill,
Singapore.

Nunnaly,J.C. (1967), “Psychometric Theory.”, McGraw-Hill, New York,355.

Pence, P., (1996), “Is your organization really committed to teams? A self — test for
measuring your organizations’ commitment”, Empowerment Organizations, Vol. 4,
No. 2, p. 22 -28

Putterill, M.S. and Rohrer, T.C., (1995), “A causal model of employee commitment in a
manufacturing setting”, International Journal of Manpower, Vol. 16, No. 5/6, pp. 56 —
59
Robbins, S.P. (1989), “Organizational Behavior: Concepts, Controversies, and
Applications”, Fourth Edition, Prentice Hall International, New Jersey.

Rohrer, T.C., (1989), “Employee commitment to the organization: analysis of composition
and effect on job performance behavior”, PhD dissertation, University of Auckland,
Auckland.

57



Proceedings of International Conference on Public Policy and Social Science, UiTM Melaka Malaysia, November 2012
ISBN 978-967-11354-5-7

Sekaran, U. and Bougie, R., (2009), “Research Methods for Business: A skill Building
approach”, Fifth edition, John Wiley and Sons Ltd, Great Britain.

Shepherd, J. L. and Mathews, B.P., (2000), “Employee Commitment: academic vs.
practitioner perspectives”, Employee Relations, Vol. 22. No. 6, pp. 555 — 575.
Singh, V. and Vinnicombe, S., (1998), “What does “commitment” really mean? Views
of UK and Swedish engineering managers”, Personnel Review, Vol. 29, No. 2, pp.
228 — 258

Stallworth, L. (2004), “Antecedents and consequences of organizational commitment to
accounting organizations”, Managerial Auditing Journal, Vol. 19 No. 7, pp. 945-955

Suliman, A. and lles, P., (2000), “Is continuance commitment beneficial to organizations?
Commitment — performance relationship: a new look”, Journal of Managerial
Psychology, Vol. 15, No. 5, pp. 407 — 426

Suliman, A.M., and lles, P. A. (2000), “The multi-dimensional nature of organization
commitment in a non-western context”, Journal of Management Development, Vol.19
No. 1, pp. 71-82

Wiener, Y., (1982), “Commitment in Organization: A normative view”, Academy of
Management Review, 7, p. 418 — 428

58



	TABLE 6: PANEL DATA REGRESSIONS WITH FIXED EFFECTS
	DEPENDENT VARIABLE: LABOUR PRODUCTIVITY
	INTRODUCTION
	Every living organism has discrete hereditary units known as genes. Each gene provides some function or mechanism either by itself or it will combine with other genes that will eventually producing some property of its organism. Genes in DNA is expres...
	The microarray technology typically produces large datasets with expression values for thousands of genes (2000-20000) in a cell mixture, but only few samples are available (20-80) [4]. This study is focused on gene selection and classification of DNA...
	3.1 Preprocessed data
	3.2 Feature Selection Methods
	3.2.1 mRMR Feature Selection Method
	3.2.2 ReliefF Algorithm
	3.2.3 Information Gain
	3.2.4 Chi Square
	3.2.5   PNN Classifier


	REFERENCES
	Amato, P. R. (2010). Research on divorce: Continuing trends and new developments. Journal of Marriage and Family. Vol. 72 Issue 3, 650-666.

	Douglas, G & Murch, M. (2002). Taking account of children's needs in divorce - A study of family solicitors' responses to new policy and practice initiatives. Child and Family Law Quarterly. Vo.4 No.1, 57-76.
	India is not debarred from global debate or transition from socialist order to capitalist growth models. Fortunately, the Indian State does not have the monopoly in the public sphere. The civil society is increasingly more concerned with public sphere...
	INTRODUCTION
	LITERATURE REVIEW
	RESULTS AND DISCUSSION
	CONCLUSION AND RECOMMENDATION
	Blecken, David (2009). Korea set to revamp anti-smoking ad strategy: Asia's Newspaper for Media, Marketing and Advertising. Media. Hong Kong: Haymarket Business Publications Ltd.

	Emery, S., Wakefiled, M.A., McElrath. Y.T., Saffer. H., Szczypka, G., O’Malley, P.M.,
	Johnston, L.D., Chaloupka, F.J., Flay, B., (2005). Televised state-sponsored antitobacco advertising and youth smoking beliefs and behavior in the United States, 1999-2000. Arch Pediatric Adolescent Med. 2005;159(7):639-645
	Malaysian Perspective: Why foreign workers are more favoured than local workers? Retrieved from: www.malaysian-perspective-why-foreign.html.
	Patel S. (2004).  Establishing Microtakaful Products. Takaful and Poverty Alleviation,
	pp.17-19
	Borang Soal Selidik

	HALAL TOURISM ATTRIBUTES AND ITS EFFECT ON TOURISTS’ HOLIDAYS EXPERIENCES IN MALAYSIA
	Argyris, C., Schön, D.A. 1978. Organizational Learning: a Theory of Action Perspective, Addison-Wesley.
	Baker, A. (2010). Fees on plastic bags: Altering consumer behavior by taxing environmentally damaging choices, Expresso, Available at http://works.bepress.com/alice_baker/1
	Rist, G. (2008). The history of development: From western origins to global faith, 3rd edn., Zed Books.
	Singh, J. (2012).  Time to widen the ‘No Plastic Bags’ ruling, The Star, 3rd February,   http://thestar.com.my/news/story.asp?file=/2012/2/3/focus/10665928&sec=focus

	Queensland Government (2012).  Waste management community awareness campaigns  http://www.health.qld.gov.au/ehworm/waste_management/awareness.asp
	Zhao, Q. & Stasko, J. (2002). What's happening?: Promoting community awareness through opportunistic, peripheral interfaces, Proceedings of  Working Conference on Advanced Visual Interfaces, New York, 69-74.
	Pencerobohan (Intrusion)
	Insiden pencerobohan sistem dan aplikasi komputer tanpa kebenaran dan berupaya mengubah kandungan sistem tersebut.
	Penipuan (Fraud)
	Gangguan (Harassment)
	Ancaman Pencerobohan (Hack Threat)
	Kod Berbahaya (Malicious Code)
	Gangguan Perkhidmatan (Denial of Service)
	Anderson, A. W. (1969). Disaster warning and communication processes in two communities. Journal of Communication, 19(2), 92–104.

	Ball-Rokeach, J. S., & Cantor, B. C. (1986).  Media, audiensce, and social structure. London: Sage Publications.
	Boni, F. (2002). Framing media masculinities: Men’s lifestyle magazines and the biopolitics of the male body. European Journal of Communication, 17, 465–478.
	Roth,I. & Frisby,J.F. (1986). Perception and representation : A cognitive approach. Milton Keynes [Buckinghamshire]; Open University Press.

	A STUDY ON THE FACTORS THAT CONTRIBUTE TO THE BABY DUMPING PROBLEM IN MALAYSIA: A CASE STUDY IN KEBAHAGIAAN WANITA DAN REMAJA (KEWAJA)
	A STUDY ON THE FACTORS THAT INFLUENCING EMPLOYEES` ATTITUDES TOWARD ORGANIZATIONAL CHANGE
	Robinson, Jerry W. and Green, Paul Gary. (2001). Introduction to Community Development: Theory, Practice and Self-Learning.  USA: Sage Publication
	Scott, William Henry. (1977). The Discovery of the Igorots: Spanish Contacts with the Pagans of Northern Luzon. Quezon City: New Day
	Sario, R. (2012, April 28). Recycle Campaign Loses Stink. The Star Online.
	Suhaila. (2011, April 22). MBI Mahu Contohi DBKK Perkenal Konsep Tanpa Sampah. Perak  Today.

	Hisyam Harun1 and Mohd Khairuddin Hashim2
	1College of Business, Universiti Utara Malaysia, Malaysia
	hafiz3372@yahoo.com
	2College of Business, Universiti Utara Malaysia, Malaysia
	khairuddin@uum.edu.my
	ABSTRACT
	INTRODUCTION
	LITERATURE REVIEW
	METHODOLOGY
	Procedure and Sample
	THE RESULTS
	Strategic Information Systems Planning Practices
	SISP Approaches
	SISP Contexts

	Organizational Performance
	Moderating Effects of SISP Contexts on the Relationships between SISP Practices and Performance
	Moderating Effects of SISP Approaches on the Relationships between SISP Practices and Performance

	References
	NILAI DAN AGAMA DALAM MODENISASI: KAJIAN KES FELDA
	Orientasi kepada perubahan
	Respons peneroka terhadap pembangunan sosial di tanah rancangan
	Respons peneroka terhadap pembangunan fizikal di tanah rancangan
	Respons peneroka terhadap pembangunan fizikal di tanah rancangan juga boleh memberi gambaran mengenai sikap mereka terhadap personaliti moden misalnya seperti ‘keterbukaan kepada pengalaman baru’, ‘kesediaan terhadap perubahan sosial’ dan ‘rasa percay...
	Respons peneroka terhadap pembangunan ekonomi di tanah rancangan
	Aspirasi
	As one of the world's fastest growing mega cities and one of the poorest, Dhaka is facing severe challenges sooner than most others. Its population, now estimated about 15 million, is expected to hit 20 million by 2015 (Roy, 2005). Slums absorb 40 to ...
	THE ADVANTAGES OF GENETIC ALGORITHM AND NEURAL NETWORKS TO FORECAST AIR POLLUTION TREND IN MALAYSIA: AN OVERVIEW
	THE MOTIVATING FACTORS THAT LEAD THE PARTICIPATION AMONG THE BUMIPUTERA WOMEN IN SMALL AND MEDIUM ENTERPRISE (SME) : A CASE STUDY IN MELAKA TENGAH DISTRICT, MALAYSIA
	Delanty, G. (1997). Social Science: Beyond constructivism and realism. Minnesota : University of Minnesota Press.
	Sayers, S. (2007). Marxism and Morality. Philosophical Researches. 2007(9) : 8-12.
	Plain Meaning Rule:
	Mischief Rule:
	Golden Rule:
	Purposive Approach:

	LEAPING TO VIRTUAL COMMUNITY:  MOTIVATIONAL BEHAVIOURS FOR BLOGGERS
	Chong, Y. (2009). Saying it online. Malaysian Business: 44. Kuala Lumpur: New Straits Times Press, Ltd
	Mior Azhar. (2011). Social media advantage! Malaysian Business. Kuala Lumpur: New Straits Times Press, Ltd.

	THE LINGUISTIC FEATURE DIFFERENCES OF GENDER ROLES AMONG UITM STUDENTS IN WEBLOG: A CASE STUDY
	The Experiences of Bidayuh in the Development of Native Customary Rights LAND IN Singai
	Research Proposal on Mainstreaming Ill and Disabled Students into the Public School
	System. (2010). Retrieved from
	http://ivythesis.typepad.com/term_paper_topics/2011/05/research-proposal-on
	mainstreaming-ill-and-disabled-students-into-the-public-school-system.html

	India is not debarred from global debate or transition from socialist order to capitalist growth models. Fortunately, the Indian State does not have the monopoly in the public sphere. The civil society is increasingly more concerned with public sphere...
	INTRODUCTION
	LITERATURE REVIEW
	RESULTS AND DISCUSSION
	CONCLUSION AND RECOMMENDATION
	Blecken, David (2009). Korea set to revamp anti-smoking ad strategy: Asia's Newspaper for Media, Marketing and Advertising. Media. Hong Kong: Haymarket Business Publications Ltd.

	Emery, S., Wakefiled, M.A., McElrath. Y.T., Saffer. H., Szczypka, G., O’Malley, P.M., Johnston, L.D., Chaloupka, F.J., Flay, B., (2005). Televised state-sponsored antitobacco advertising and youth smoking beliefs and behavior in the United States, 199...
	A.Jalil Hamid. (2012, May 27). Selangor govt must clean up its act. New Straits Time. Retrieved November 7, 2012, from http://www.nst.com.my/opinion/columnist/selangor-govt-must-clean-up-its-act-1.88011
	Low, C. & Fazleena Aziz. (2012, March 1).  Fresh Faces To Collect Garbage. The Star Online. Retrieved November 7, 2012, from http://thestar.com.my/metro/story.asp?file=%2F2012%2F3%2F1%2Fcentral%2F10830187&sec=central
	Perkasa ‘congratulates’ Hasan Ali on being sacked from ‘hell’. ( 2012, January 8). The Malaysian Insider. Retrieved November 7, 2012, from http://www.themalaysianinsider.com/litee/malaysia/article/perkasa-congratulates-hasan-ali-on-being-sacked-from-h...
	Sira Habibu (2012, March 17). Govt nod for PSC to look into Lynas issue, The Star Online. Retrieved November 7, 2012, from http://thestar.com.my/news/story.asp?file=/2012/3/17/nation/10938516&sec=nation
	Cruver, B. (2002) The anatomy of greed: The unshredded truth from and Enron insider. New York: Carroll and Graff.
	Petrick, J. A. and Scherer, F. (2002). “The Enron scandal and the neglect of management integrity capacity”. Mid-American Journal of Business, Vol. 18, No. 1 2003. 37-49.
	Swanson, R. A. (2001). “Human resource development and its underlying theory”. Human Resource Development International, 4(3), pp. 293-312. 2001.
	Swartz, N. and Watkins, S. (2002). Power failure. New York: Doubleday.


	Thomas, T., Schermerhorn, J. R. and Dienhart,  J. W. (2004). “Strategic leadership of ethical ehavior in business”. Academy of Management Executive (2004) Volume: 18, Issue: 2, Pages: 56-66.



