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CORPORATE CULTURE AND LECTURERS' JOB COMMITMENT 
IN FEDERAL UNIVERSITIES IN SOUTH-WEST GEO-POLITICAL 

ZONE, NIGERIA 

Abstract 

DR. ABDULKAREEM RASAQ LANRE 
e-mail address: a bdulkareem.rl(cv,unilorin.edu .n g, 

Phone No: 08036461787 
Department of Educational Management, 

University of Ilorin, 
Ilorin, Nigeria 

Corporate culture plays significant role in lecturers ) commitment 
which is paramount to university goal achievement. There is general 
opinion that university lecturers ) commitment is low, thus 
necessitating this study. The study is therefore designed to 
investigate if there is any relationship between corporate culture and 
lecturers) job commitment in South-west geo-political zone. The 
purpose of the study is to investigate the relationship between 
corporate culture (values) norms and practice) and lecturers' job 
commitment in South-west geo-political zone. Two research 
questions) one main hypothesis and three operational hypotheses 
were formulated to guide the study. Descriptive survey research 
design was adopted in carrying out this study. The population of the 
study comprised all 4) 951 lecturers of five federal universities in 
South-west Geo-political zone, Nigeria. Proportional sampling 
technique was used to select 1,361 lecturers from all the faculties in 
the five federal universities in South-west Geo-political zone) Nigeria. 
A researcher designed questionnaire was used for data collection. 
The questionnaire was u_sed to elicit inforn:z-ation on corporate cultu:e 
and lecturers ' job commitment. It was validated by two expert while 
the coefficient of variation of 0.57 showed that instrument was 
eliable .. The research questions were answered using mean while 

; arson Product Moment Correlation statistics was used to test the 
he otheses formulated. The findings of the study indicated that 
tip is significant relationship among corporate culture (values, 

ere and practices) and) lecturers ) job commitment in South-west 
norms . 
Geo- olitical zone) Nigena. The study concluded that to enhance 

l tu
p J 

1
·ob commitment) stronger corporate culture must be 

ec rers . . .f'. 

d Based on the findings of the study) it was there1 ore 
ensure . 
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commended that universit d . . . 
re orate culture by k. Y a ministration should ensure strong 
corp tly to the values ma mg sure that all stakeholders adhere 
stnc ' norms and practices of the universities. 
d'eywords: Culture· c . 
~ . ' omm1tment; Affective· Continuance ; 
Normative ' 

Introduction 

University educati~n plays important role in the development of 
k·ued manpower m N' · s . 1 . . . igena. The vacuum left by expatriate after 

N1gena gamed independence in 1960 made the Government to 
have t~n?ear plan in 1959. Part of the recommendations of Ashby 
commission led to t~~ establishment of many federal universities in 
South-we~t ge~-pohtical zone of Nigeria which is the locale of this 
study. Umve~sity education is the four-year programme in Nigerian 
9-3-4 education system and it plays significant role in manpower 
developmei:it as well ~s national development The three mandates 
of umvers1ty education are teaching (knowledge transmission), 
research (knowledge generation) and community service 
(knowledge application). 

The lecturers are the sole agents charged with the execution of 
these three mandates. They are the ones to utilize every other 
resources available in the system towards the university 
effectiveness. Ndubueze (2013) buttressed this point, that lecturers 
are required to deliver content knowledge, develop skills and as 
well foster attitudes that will enable learners to reach their 
potential. Lecturers' role as facilitator and custodian of knowledge 
is crucial to nation building as he engages in teaching and training 
of the human resources of any given society and can be regarded 
as the one that trains the manpower for the development of any 
nation. Lecturers are the central elements in educational system 
holding various important responsibilities. The overall performance 
of universities depends upon their lecturers and ultimately their 
level of commitment (Brooks, 2006). 

In general, commitment is defined as the psychological attachment 
of workers to their workplaces (Brooks, 2006). Lecturers' 
commitment is defined as lecturers' acceptance, involvement and 
dedication towards achieving the university goals. It is the 
willingness of lecturers to accept university_ values and goals ~1:1d to 
work towards achieving these ; to be fully involved and participate 
in all the activities both work and non-work related of the 
university and to dedicate time and effort towards the betterment 
of the institution (Emery & Barker, 2007). Tetty (2006) observed 
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that the fast globalization process and the increasing competition 
for both students and lecturers intensified "brain drain" from 
developing to developed countries. Thus every university 
administration need to get their lecturers committed to avoid losing 
the best brains to other lucrative jobs or going overseas in search 
of greener pastures. One of the main thing to do is to have a strong 
corporate culture. 

The values and beliefs of lecturers vary when they join the 
university system. Majority of times these values and beliefs are 
different from that of the university and may not be able to cope 
with the system. The lecturers therefore need to acquaint 
themselves with the way the system operates. This is the university 
(corporate) culture. This proof the assertion by Belias and 
Koustelios, (2014) that corporate culture simply implies the way a 
particle organization does its things which is unique to that 
organization. Corporate culture is defined by Schein (2003) as laid 
down procedures developed by an organization in order to cope 
with its challenges. Martin and Terblanche (2003) also defined 
corporate culture as an organization's shared belief, values and 
rules distinguishing the organization from other organizations. 

Lecturers operate within the corporate culture of the university . 
The lecturers need to study, adapt and key in to the values, norms 
and practices that are unique to the university where they work. At 
the same time, the university administration needs to ensure that 
strong corporate culture are put in place to ensure that lecturers 
are committed to their job and the institution. It is against this 
background that the researcher carried out this study on corporate 
culture and lecturers' job commitment in South-west gee-political 
zone, Nigeria. 

Statement of the Problem 

It is not more a gain saying that lecturers in many Nigerian 
universities move to other profession within Nigeria or outside 
inside of better pay and better living. Some engage in other petty 
jobs to augment their financial status and be able to give their 
immediate families a better living. One may not blame the lecturers 
because while professors are paid less than half a million Naira 
monthly, a manager in a bank (a graduate) collects over on e million 
naira monthly. This is not to mention the politicians ta ke home 
aga in st what the academia takes. These assertions were suppor ted 
by Tetty (2006) , who claimed tha t strong "push and pull" factors 
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(rrios y. . . e economic co .. 
univers!t.1es m developing conditi~ns) negatively affected the 

0
rripet1t1veness and harmin th un~nes by lowering their 

~s not to talk of high worklog d e ser~ice quality they provide. This 

~ostilities resulting to stress. a(Ab:xpenenced by lecturers and even 
. ulkareem 2010) 

The aforementioned reduces 'f . ' · 
·n the university system Coni .dnot_ eradicate lecturers' commitment 
1 . . · si enng th · · 
the university system th . e importance of lecturers m 

' ere is n d . 
1 cturers commitment for th . ee_ to improve or enhance 

s~ated goals. One of such th~n u~i~ersity to b~ able to achieve it 
rporate culture (Abdulk g O be done 1s to have a strong 

~~alukaite (2013) th areem, 20l6). According to Kaselyte and 
1vi ' ere are thre · h · · f 
ommitment, namel stron . e mam c aractenstics o 

c f , Y_ g behef and acceptance of the goals and 
value~ 0 t?n~ s ordgadmz_ation; dedicated efforts towards benefit of the 
orgamza ion, an esire to t . . 

. ·ty h ' . s ay a member of the orgamzat10n. If 
the umversi ex ibits go d d 

. 0 an sound values, norms and 
practices, the lecturers are likely to highly committed. Is the 

corporate cultu~e of the universities strong enough to make the 

lecturers committed? If yes/no, what are the recommendations to 

adhere to? These are some of the questions that depict the gap this 
study filled. 

Methodology 

Descriptive research design was adopted. In context, corporate 

culture was examined in terms of the predominant values, norms 

and practices in the universities. Lecturers' job commitment was 

determined based on their psychological attachment to their 

organization in terms of affective, continuance and normative 

commitment. Geographically, the target population of the study 

include all 4951 lecturers in the five federal universities in South­

west geo-political zone, Nigeria excluding Open University and 

Federal University Oye ekiti. Proportional sampling technique was 

adopted to select the sample of the study. In determining the 

sample of the study using proportional sampling technique, the 

table of Krejcie and Morgan ( 1970) was adapted . The sample of the 

study is therefore 1361 lecturers proportionally selected from all 

the faculties in the five federal universities in South-west geo­

political zone, Nigeria. A researcher-designed questionnaire titled 

"corporate culture and lecturers' job commit1:1ent questionnaire" . 

The instrument was validated by two experts m measurement and 

evaluation and test-retest method was used to ascertain the 
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reliab ility of the instru ment (6.7) . Mean was used t? answer the 

research qu estions while Pearson moment correlat10n statiStics 

was u sed to test the hypotheses formulated. 

Ans wering Research Questions 

The research questions formulated were answered as follows ; 

Researc h Question One: What are the predominant elements of 

corporate culture in universities in Sou th-west gee-political zone of 

Nigeria? 

Table 1 Predominant Corporate Culture in Universities in South­

west Geopol. Zone, Nig. 

Responses 

S/N ITEM Mean Ranking 

I. Corporate Values 4.34 I sl 

2. Corporate Norms 3 .95 2nd 

3. Corporate Practices 3 .93 3 rd 

Table one revealed that corporate values has the highest mean with 

4 .34 a n d ranked I sl followed by corporate norms with 3 . 95 ranked 

2nd and corporate practices with mean of 3.93 ranked 3 rd . H owever 

the three component of corporate culture have mean scores of 

above average. Thus, the most predominant corporate culture is 

corporate values, followed by corporate norms, wit h corporate 

practices coming last. It therefore showed that universities in 

south -west gee-political zone exh ibit sound corporate culture 

(values, norms and practices) . 

Research Question One: 

commitment in universities 

Nigeria? 

What is the level of lecturers ' 

m South-west gee-political zone, 
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~est Qeopol. Zone, Nig. rnnlltrnent in Universities in South-

Responses 
s/Ii ITEM 

Mean Affective Commitment 1. 3 .34 
2_ continuance Commitment 

4
_
01 

Ranking 
2nd 

3_ Normative Commitment 2.93 
3

rd ;,__- ---=-:::_ ____________ _ 

1st 

Table two show_ed that continuance commitment with the highest rnean of 
4 .o 1 

is ranked first, followed by affective commitment which was ranked second with the mean of 3.34 and normative commitment was ranked third with the mean of 2.93. It therefore rnean that lecturers are more commitment because of the cost of leaving their present job (continuance commitment) followed by the feeling of attachment psychologically to the universities (affective commitment) and the commitment because their ideology aligned with that of the university (normative commitment) is the least. However, the three types of commitment had mean that is above average. It is suffix to conclude that the level of lecturers' commitment in south-west geo-political zone is high. 

► 

Testing of Hypotheses 

Main Hypothesis: There is no significant relationship between corporate culture and lecturers' job commitment in South-west geo-political Zone, Nigeria. 

Table 3: Corporate Culture and Lecturers' Job Commitment in Universities in S/w, Nig 

Variable N X SD Cal.r P-value Decision Corporate Culture 1361 18.4 8.2 

Lecturers' Job 
Rejected 
Commitment 1361 14.2 7. 2 

0.64 0.00 Ho 

h the p- value is 0.00 at 0.05 level of Table three showed t at i's less than the level of . th t the p-value significance. It shows a 
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significance. Thus the hypothesis that states that there is no 

~ignificant relationship between corporate culture and lecturers' 

Job commitment in Universities in Southwest geo-political Zone, 

Nigeria is rejected. It therefore shows that there s ignificant 

relationship between corporate culture and lecturers ' job 

commitment in Universities in South-west gee-political Zone, 

Nigeria. The 0.64 calculated r-value confirmed that there is 

significant relationship and that it is positive and high. 

Operational Hypothesis Testing 

Hypothesis One: There is no significant relationship between 

corporate values and lecturers' job commitment in South-west geo­

political Zone, Nigeria. 

Table 4: Corporate Values and 

Universities in S/W, Nig 

Variable N X 

Lecturers' Job Commitment in 

SD Cal.r P-value Decision 

Corporate Values 1361 16.1 7.8 

Lecturers' Job 

Rejected 
Commitment 1361 14.2 7. 2 

0.59 0 .001 

Table three showed that the p- value is 0.001 at 0.05 level of 

significance. It shows that the p-value is less than the level of 

significance. Thus the hypothesis that states that there is no 

significant relationship between corporate values and lecturers' job 

commitment in Universities in Southwest gee-political Zone, 

Nigeria is rejected. It therefore shows that there significant 

relationship between corporate values and lecturers' job 

commitment in Universities in South-west geo-political Zone, 

Nigeria. The 0.59 calculated r-value confirmed that th ere 1s 

significant relationship and that it is positive and above average . 

Hypothesis Two: There is no significant r elationship be tween 

corporate norms and lecturers' job commitm ent in South -west geo­

polit ical Zone, Nigeria. 
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f0 L1 
5. corporate Norms and L · 

i,le · . . . ecturers' Job Commitment m 
ta. rsities m S/W, N1g. 
0111\Te 

iable N 
~Norms 1361 
corP 

turers' Job 
1ec 

X 
14.8 

Rejected 

C 
rnmitment 1361 14.2 
~ 

SD Cal.r P-value Decision 
7.83 

0.51 0.002 

7. 2 

fable four showed that the p- value is 0.002 at 0.05 level of 

significance. It shows that the p-value is less than the level of 

significance . T~us t?e hypothesis that states that there is, _no 

significant rel~trnnsh~p be_t~een corporate norms and lecturers Job 

commitment m Universities in Southwest geo-political Zone , 

Nigeria is rejected. It therefore shows that there significant 

relationship between corporate norms and lecturers' job 

commitment in Universities in South-west geo-political Zone, 

Nigeria. The 0.51 calculated r-value confirmed that there is 

significant relationship and that it is positive and average . 

Hypothesis Two: There is no significant relationship between 

corporate practices and lecturers' job commitment in South-west 

geo-political Zone, Nigeria. 

Table 6: Corporate Practices & Lecturers' Job Commitment in 

Universities in S/W, Nig 

Variable N X SD Cal.r P-value Decision 

Corporate Practices 1361 14.3 7.7 

Lecturers' Job 
Rejected 
Commitment 1361 14.2 7. 2 

0.56 0.000 

Table four showed that the p- value is 0.000 at 0.05 level of 

significance. It shows that the p-value is less than the level of 

significance. Thus the hypothesis that states that there is no 

significant relationship between corporate practices and lecturers ' 
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relat10nsh1p between corporate practices and lectu rers ' · b 
commitment in Universities in South-west geo-political z0~ 
Nigeria. The 0.56 calculated r-value confirmed that there ~' 
significant relationship and that it is positive and average. is 

Discussion of the Findings 

The answering of research question one showed that the corporate 
culture in universities in southwest geo-political zone, Nigeria is 
strong. The strongest among the culture is the corporate value 
which was ranked first. Lunenburg (2011) observed that corporate 
values are indicators of corporate culture. Lunenburg further 
explained that an organization expects its members to share major 
values which refer to the ideas which underlay the way 
organizational members behave. Coleman (2013) submitted that 
values are the core ideas that provide guidelines to the employees 
in order to aid collective effort towards ensuring that professional 
standards are maintained and organizational goals and objectives 
are achieved. 

The second soundest corporate culture is the corporate norms. 
This conforms to Adedoyin (2006) who found out that employee 
mindsets, their fundamental attitudes and behaviours matter to 
achieve and maintain high performance while the corporate 
practices though ranked third but was also a strong aspect of 
corporate culture in the universities. Lunenburg (2011) ascertained 
that an organization needs to imbibe practices that aid 
achievement of goals and objectives. 

The analysis of research question two which states that show~d 
that the lecturers are highly committed. Lecturers are the mam 
agents that utilize all other resources within the university system, 
their commitment is therefore necessary in order for the 
universities to be effective . As rightly observed by Abdulkaree~ 
(2016}, that lecturers' job commitment goes a long w~y m 
determining the way lecturers perform their assigned 
responsibilities. The stronger and deeper it is, the longer employees 
stay in the same organization and are more motivated to put more 
effort into their work (Cohen, 2007; Martin & Terblanch, 2??3). _) . 

· · t es in Looking at the response pattern of the lecturers in umver~1 1 

South-west geo-political zone, it can be deduced that contmua1:-ce 
commitment constituted more than affective and. nor~ati~e 
commitment to the level of lecturers' commitment in u niversities m 
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. h zone N' . continuance as to do w· th ' igena. This is likely because 

lecturers decide to leave 
1
th _eco_nomic benefit to be forgone if 

hardship can make many of their Job. Thus necessity or fear of 
e lecturers to t . d 

Th testing of th h s ay comm1tte . e e YPotheses 0 there is no significant rel t· ne, two and three which state that 
a 1onship b . norms and practices (c etween predommant values, 

achievement in South-w ortporate culture) and university goal 
es geo l' . 1 Thus, it was revealed that the . P0

_ 1t1~a zone were all rejected . 
predominant values n re is significant relationship between 
university goal achi;v arms _and practices (corporate culture) and 
On•orm to the obse emt_ent m south west geo political zone. These c 1' rva 10ns of S. h 

that corporate culture . . . ~n a and Arora (2102) found out 
excellence. Kandula ( is significantly related t? organizational 

t b tt . d _2006) adduced that effective performance canno e a ame witho t • · d u b 
2003 

u a 10rm1dable cultural values. Obeng 
an _g oro, ( ) compared employees with low organizational 
commi~ment level to employees having a high level of commitment 
and discovered that employees with high commitment were of 
higher performance. 

The rejection of the main hypothesis which states that' there is no 
signifi~ant relationship among corporate culture'. lecturers' 
commitment and university goals achievement in south- west geo­
politic_al z_on~, Nigeria, lead to the main finding of the study. Thus, 
there is significant relationship among corporate culture, lecturers' 
commitment and university goals achievement in south- west geo­
political zone, Nigeria. This finding conforms to that of 
Kazlauskaite, Buciuniene, and Turauskas (2006), who observed 
that organizations are driven by their own kind of culture known 
as corporate culture, which has significant influence on member's 
attitudes and behaviours. Kotter and Heskett (2011) also reported 
that when compared to lesser performing firms, higher performing 
firms were characterized as placing a high value on customers, 
employees, and stockholders. Being part of an organization entails 
being part of its culture. 

Conclusions 

University goal is the essence of creating university i?stituti~ns in 
Nigeria in the first place. These goals cannot be achieved without 
committed lecturers and a strong corporate culture. Corporate 
culture is one of the most extensively studied phenomena 
worldwide. Literatures reviewed showed that corporate culture 
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occurs in multiple types and influences university goals 
achievement. In addition, lecturers' job commitment serves as a 
catalyst to university goal achievement. Lecturers' job commitment 
also determines the level to which lecturers are willing to comply 
with the existing corporate culture and also ensure strict 
adherence by the students. Corporate culture that promote strict 
adherence to job description , rigid structure, strict discipline but 
still promote research collaboration among staff and maintain good 
interpersonal relations have the tendency of achieving its set 
goals. Moreover, it has been revealed that the lecturers' job 
commitment can be improved by adequate developmental 
trainings, involvement in decision making process, adequate staff 
support and adequate supervision. 

Recommendations 

Based on the findings of this study, the following recommendations 
are proposed: 

• Universi ty administration should ensure stronger corporate 
culture by ma king sure that all stakeholders adhere strictly to 
the values, norms and practices of the universities. 

• Corporate culture cannot be strong without the support of the 
lecturers, lecturers should therefore try to support the 
administration in the pursuance of the tripartite mandate. 

• University administration should try to build trust between 
them and the lecturers by carrying out promotion and 
appointment by achievement and not by ascription. 

• Welfare package can be improved to enh ance continuance 
commitm ent of the lecturers . 

Reference 

Abdulkareem, R. L. (2016).Lecturers ' Job Commitment, Corpora te 
Culture and Goal Achievement in Universities in South-West 
Geo-Political Zone, Nigeria. A Ph.D. Thesis Submitted to the 
Department of Educational Management, University of florin. 

Abdulkareem, R. L. (2010). Workload and Lecturers Effectiveness 
in University of Lagos. A Master Dissertation Submitted to the 
Department of Educational Administration, University of 

Lagos. 

260 



Jti-Disci linar J ournal of Lea . 
MU . rnin Vol 9 N 

· S O (
2

0 . o. l ISSN 0896-8164 March 2019 
p.dedoym, · ·, 06). Mana · 

for Organizational Effgi_ng the Library's Corporate Culture 
Service. Library Philo 

1
~ency, Productivity and Enhanced 

sop Y and Practice,8(2): 222-229 . 
p.rnah, E (2006) . Human R 

Amethyst Publishers. esource Management. Port Harcourt: 

p.rnbayi, E. A. (2011). Public G . 
Public Tertiary Ed . 00

~, Public Interest and the State of 
ucat1on m N' • Mbipom Foundat' d . igena. 5th Lecture of Grace 

Nigeria Analysis 
10

; ehve~~~ at the University of Calabar -
Behaviour, 22(3), 483_:~~~ihties. Journal of Organisational 

p.ncess, J. (2000). The Recip 1 1 fl . 
T h · p . roca n uence of Teacher Learning; 

eac mg ractice, School and Society 38 (02)326 - 87. 

Belias, D ·' Kous_teli~s, A. (2013). Organizational Culture of Greek 
Bank Institut10ns· A c . l ,F · ase Study. Internatwnal Jouma OJ 

Human Resource Management and Research, 3(2), 95-104 . 

Babalola, J. B. (2008). Modelling Nigerian University System for 
Effective Leaming and Global Relevance: Past, Present and 
Perspective (A booklet prepared for the Graduate School, 
University of Calabar, Nigeria. 

Bhatnagar, J. (2007). Predictors of Organizational Commitment in 
India: Strategic HR Roles, Organizational Learning Capability 
and Psychological Empowerment. Human Resource 
Management, 18(10), 1782-1811. 

Brooks, I. (2006). Organizational Behaviour: Individuals, Groups 
and Organization. Essex: Sage Publications Ltd. 

Brown, D., & Sargeant, M. A. (2007). Job Satisfaction, 
Organizational Commitment, and Religious Commitment of 
Full-time University Employees. Journal of Research on 
Christian Education, 16(2 ), 211241. 

Coetzee, M.(2005). Employee Commitment. Retrieved on 
24/03/2014 from 
http: //upetd.up.ac.za/ thesis/ available / etd-04132005-

130646 /unrestricted/ 05chapter5 .pdf 

Cohen, A. 2007). Commitment Before and After. An Evaluation and 
Reconceptualization of Organizational Commitment. Human 
Resource Management Review, 17(3), 336-354. 

Coleman, J. (2013) . Six Components of a Great Corporate Culture. 
Harvard. Business Review Retrieved on 5/6/2013. 

261 



Multi -Disciplinary Journal of Learning Vol. 9 . No. 1 ISSN 0896-81 64 Ma rch 20 19 

h ttp: // blogs .hbr. org/ 2013 / 0 5 / s ix-components-of-cu lture / 

Emery, C., Barker , K. (2007). The Effec t of Transaction a l and 
Transformational Lead ership S tyles on th e Organization al 
Commitment and Job Satisfaction of Customer Conta ct 
Personnel. Journal of Organizational Culture, Communications 
and Conflict, 11(1) , 77-90 

Kandula, S . R. (2006) . Performance management. New Delhi: 
Prentice Hall of India Private Limited. 

Gaiduk, R., Gaiduk, J., & Fields, D. (2009). Limiting the Brain 
Drain. Determinants of Employee Organizational Attachmen t 
in Lithuania. Baltic Journal of Management, 4(2), 149-168. 

Kaselyte, U. , & Malukaite, K. (2013) .Antecendents of Affective 
Organizational Commitment among Economics and 
Management Lecturers in the Higher Educatio n Institu tions in 
the Baltics. Retrieved onl2/05/ 20 14from 
www.sseriga.edu / files/ con tent/ srp seminar progra m 2013. 
l2ill' 

Kazlauskaite , R., Buciuniene, I. , & Turauskas, L. (2 006) . Building 
Employee Commitment in the Hospitality Industry. Baltic 
Journal of Management, 1 (3), 300-314. 

Kipkebut, D. J . (2010) . Organisational Commitment and Job 
Satisfaction in Higher Educational Institutions:The Keny an 
Case. Retrieved on 02 / 02 /201 4 from 
h ttp://eprin ts .mdx.ac .u k /6509 / on 2 / 2 / 14 

Kotter,J .P &Heskett,J.L (2011) Corporate Culture and Performance, 
NewYork: The Free Press. 

Krejcie, R.V., & Morgan, D.W., (1970). Determining Sample Size for 
Research Activities . Educational and Psychological 
Measurement. Retrieved online from Reply Re search 
Proposal Writing Guide August 2 5th, 20 12KENPRO on 
03 / 03/2015 

Lee, S. K. J., a nd Yu, K. , (2004). "Corporate Cultu re and 
Organization a l Performance, J ou rnal of Managerial 
Psychology, 19(4) 340-359. 

Mansoor, M., & Tayib, M. (20 10) . An Empir ical Examin a tion of 
Organization a l Cultu re, Job Stress, J ob Sa tisfaction within 
th e Indirect Tax Admin istra tio n in Malaysia. International 
Jou rnal of Business and Social Sciences, 1(1), 81-95. 

262 



Multi-Disciplina ry Journal of Learning Vol. 9 . No. 1 ISS N 0896-8164 March 2019 

h ttp :// blogs .hbr.org / 2013 / 05 / six-components-of-cu lture I 
Emery, C., Ba rker, K. (2007). The Effect of Tran sactional and 

Transformation a l Leadership Styles on th e Organizational 
Commitmen t a nd J ob Satisfaction of Customer Contact 
Personnel. Journal of Organizational Culture, Communications 
and Conflict, 11 (1 ), 77-90 

Kandula, S . R. (2006) . Perf ormance management. New Delhi: 
Pren tice Hall of India Private Limited. 

Gaiduk, R., Gaiduk, J ., & Fields, D. (2009) . Limiting th e Brain 
Drain. Determinants of Employee Organiza tiona l Attach ment 
in Lithuania. Baltic Journal of Management, 4(2), 149- 168. 

Kaselyte, U., & Malukaite, K. (2013) .Antecendents of Affective 
Organizational Commitment among Economics and 
Management Lecturers in the Higher Ed ucatio n Ins titutions in 
the Baltics. Retrieved on 12 / 05 / 20 14 from 
www.sseriga.edu/files/ conten t/ s rp seminar program 2013. 
129.f 

Kazlauskaite, R., Buciuniene, I., & Turauskas, L. (2006). Building 
Employee Commitment in the Hospitality Industry. Baltic 
Journal of Management, 1(3), 300-314. 

Kipkebut, D. J . (2010). Organisational Commitment and Job 
Satisfaction in Higher Educational Institutions :The Kenyan 
Case. Retrieved on 02/ 02/2014 from 
http://eprints.mdx.a c.uk/6509/ on 2/2/ 14 

Kotter,J .P &Heskett,J.L (2011) Corporate Culture and Perf ormance, 
NewYork: The Free Press. 

Krejcie, R.V., & Morgan, D.W., ( 1970). Determining Sample Size fo r 
Research Activities. Educational and Psychological 
Measurement. Retrieved online from Reply Research 
Proposal Writing Guide August 25th, 20 12KENPRO on 
03/03/2015 

Lee, S. K. J ., and Yu, K. , (2004). "Corporate Culture and 
Organizational Performance, Journal of Managerial 
Psychology, 19(4) 340-359 . 

Ma n soor, M., & Tayib , M. (2010). An Empirical Examination of 
Organizational Culture, Job Stress, Job Satisfaction within 
the Indirect Tax Administra tion in Malaysia . International 
Journal of Business and Social Sciences, 1(1), 81-95. 

262 



,,uJti-Disci Jina J ournal of L 
iv! 

earn in 
Vo! 9 

· E C · · No I 

rvfa.rtins, ' ., & Terbl . ISSN 0896-8164 March 2019 

Culture that Sf anche, F. (2003 . . 

European Jo unulates ). Building Organizational 

urnaz of Innova( Creativity and Innovation 

obeng, K.,_ & Ugboro, I. (
200 

zon Management, 6(1), 64-74. · 

Public Transit 
3). Organi f 

the Trans . Employees: a za IOnal Commitment among 

:portatzon Research F, n Assessment Study. Journal of 

La.batmediene, L., End . 
1 

. . arum, 54 (2), 83-98. 

Id' ·d nua1t1ene 

n ivi . ual Correlates of o'r A.,. & . Gustainiene, L. (2007). 

Intent10n to Leave the gam~at1onal Commitment and 

Management, 2(2), 1g6_
212

_0rgan1zation. Baltic Journal of 

Ndubueze, N. (2013) Wh 
• · ere L' 

Ret1eved on 1O/Ol/
2O1 

zes the Commitment of Lecturers. 

4 from htt ; · 

bite edu/fl / p www.reahty 

. 1 es content/ . 
commitment 2013 on 12/05/2014 

Obeng, K., & Ugboro, I. (2003) . . 

Public Transit E 1 
· Orgamzat10nal Commitment among 

Journal of the 1; mp oyee~: an Assessment Study [Abstract]. 

ransportatzon Research Forum, 54 (2), 83-98. 

Saeed, M., & Hassan M (2000) o • • 

Outco . E ''d ·, · rgamzat10nal Culture and Work 

M 
1 

_mesM. vz ence from Some Malaysian Organizations, 

a aysian anagement Review, 35(2),54-59. 

Schein, E. ~- (2003). Organizational Culture and Leadership. San 

Fransisco, CA:Jossey-Bass 

Sinha, A., & ~rora, B . (2012) . Fit between Organizational Culture 

and Busmess Excellence: A Case Study of Heavy Electrical 

Equipment Plant, BHEL. Vikalpa: The Journal For 

Decision Makers, 37(3), 19-27. 

TengkuShahdan, T. N., A. Ghani, M. F., Elham, F. (2012). 

Lecturers ' Commitment and Students' Academic 

Achievement: Viewed from Teaching Evaluation Result. 

Journal of Education and Leaming.6 (4) 1-8 . 

Tetty, W. J. (2006). Staff Retention in African Universities: Elements 

of Sustainable Strategy. .Retrieved on 15/12/2013 from 

http://siteresources.worldbank.o:g/INTAFRREGTOPTEIA/ Re 

sources/ Academic_Staff_Retent10n_Fmal_2_O6.pdf 

Thomas, R. J; Harburg, F. & Dutra , A. , (200! )- "How Employe,~ 

Mindsets can be Assessed to Improve Busmes~ Performance , 

Outlook.The Journal of High-Performance Business, 2,(1) 12-

20 

263 



Multi-Disciplinary Journal of Learning Vol. 9 . No. 1 ISSN 0896-8164 March 2019 

Uygur, A., & Kilic, G . (2009). A study into organizational 
commitment and job involvement. Ozean Journal of Applied 
Sciences, 2(1), 113-125. Retrieved from 
http://ozelacademy.com/OJAS v2nl 13. pdfon 15/ 12/2013 

Zain, Z. M.; Ishak, R., and Ghani, E. K., (2009) . The Influence of 
Corporate Culture on Organisational Commitment : A Study 
on a Malaysian Listed Company", European Journal of 
Economics, Finance and Administrative Sciences, 17(2), 16-
25. 

264 



{ "type": "Document", "isBackSide": false }


{ "type": "Document", "isBackSide": false }


{ "type": "Document", "isBackSide": false }


{ "type": "Document", "isBackSide": false }


{ "type": "Document", "isBackSide": false }


{ "type": "Document", "isBackSide": false }


{ "type": "Document", "isBackSide": false }


{ "type": "Document", "isBackSide": false }


{ "type": "Document", "isBackSide": false }


{ "type": "Document", "isBackSide": false }


{ "type": "Document", "isBackSide": false }


{ "type": "Document", "isBackSide": false }


{ "type": "Document", "isBackSide": false }


{ "type": "Document", "isBackSide": false }


{ "type": "Document", "isBackSide": false }


{ "type": "Document", "isBackSide": false }


{ "type": "Document", "isBackSide": false }


{ "type": "Document", "isBackSide": false }


{ "type": "Document", "isBackSide": false }


{ "type": "Document", "isBackSide": false }


{ "type": "Document", "isBackSide": false }


{ "type": "Document", "isBackSide": false }


{ "type": "Document", "isBackSide": false }


{ "type": "Document", "isBackSide": false }

