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ABSTRACT

The main objective of this conceptual paper is to examine the role of perceived organizational support (POS) to
link the four (4) human resource management practices namely pay satisfaction, career development opportunities,
work/family support and leader-member exchange and affective organizational commitment, professional commitment
and turnover intention of faculty members working for private higher education ingtitutions in Malaysia. This paper
will mainly be driven theoretically by the social exchange theory, the concept of perceived organizational support (POS)
which is the commitment of the organization to the employee, the norm of reciprocity, the organizational support
theory as well as the other relevant literature in the human resource management and organizational behaviour
research. This paper contributes to the limited body of knowledge about the psychological processes underlying the
formation of organizational commitment through the perspectives of the social exchange theory (Blau, 1964) and the
organizational support theory (Eisenberger, et al., 1986; Eisenberger et al., 2001).

Keywords: Perceived Organizational Support, human resource management, affective organizational commitment,
professional commitment, turnover intention.

INTRODUCTION

Social exchange theory (Blau, 1964) suggests tl@mtexchange relationship between two parties ofjees
beyond economic exchange and includes social egeharHence, organizational studies argue that gmpland
employee exchange not only impersonal resourcds asienoney, but also socioemotional resources asi@pproval,
respect, recognition and support (Eisenberger, ArnRexwinkel, Lynch, & Rhoades, 2001). In orgatipnal
researches, the social exchange theory (Blau,)1964 norm of reciprocity (Gouldner, 1960) and twncept of
perceived organizational support have been appbedescribe the psychological process underlyirgy émployee
attitudes and behaviours (Setton, Bennett, & Lid&¥96; Wayne, Shore, Bommer, & Tetrick, 2002).he toncept of
perceived organizational support (POS) which refles extent to which the organization values tleiployees’
contributions and cares about their well-being hbeen used to describe the social exchange redhijptetween the
employer and the employee (Eisenberger, Huntingturichison & Sowa, 1986). Based on the norm ofprecity
(Gouldner, 1960), employees who perceive high EwdélPOS are more likely to reciprocate the ormion with
positive attitudes such as higher levels of affeciommitment and favorable work behaviours sucboasmitment to
organizational goals and lower intention to leakésénberger, et al., 1986; Eisenberger, Fasolo,a&i¥lLaMastro,
1990; Eisenberger, Cummings, Armeli, & Lynch, 199The arguments above based on the social exclihegey, the
concept of perceived organizational support (PORiEkvis the commitment of the organization to theptoyee and
the norm of reciprocity is further developed inte brganizational support theory (Rhoades & Eisagdye 2002).

Mainly drawing on the social exchange theory arel dhganizational support theory, the concept otgged
organizational support (POS) which is the commithdrthe organization to the employee, the normeafprocity as
well as the other relevant literature in the humesource management and organizational behaviegareh, this
paper examines the antecedents and outcomesoafiyEt organizational support (POS).

Since the seminal work on POS by Eisenberger alelagues (Eisenberger, et al., 1986), many reseesdiave
investigated the effects of POS on important woukcomes such as affective commitment and turnowemtion
(Eisenberger, et al., 1986; Eisenberger et 8B01Setton et al., 1996; Wayne, Shore & Liden,79%Although the
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organizational support theory (Eisenberger, et E086; Eisenberger et al., 2001; Rhoades & Eisgner2002)
suggests that employees are likely to develop higgheels of POS and reciprocate the organizatigth wositive

attitudes and behaviours when they perceive tharmzgtion cares about their well-being and valbe# tcontribution,

little research has been conducted to examine riadk@t contribute to POS. Although HRM practi¢tesre been
argued to play a key role to develop and maintagneixchange relationship between the employeehendrganization
(Tsui, Pearce, Porter, & Tripoli, 1997), empiricasearch offers little insight on how appropriate M practices can
be chosen and implemented to help build high les€BOS, which in turn, contribute to positive wattitudes and
behaviours.

Social exchange theory and organizational suppetrly also suggests that the resources received the
organization are more highly valued if they areeohsn discretionary choice versus a requiremeniscrBtionary
choice implies an investment, whereas legislate@guired actions are considered purely costs rétlae investments.
Thus, HR practices which are intended to enhaheeotganization’s human capital (such as careeeldpment
opportunities and providing good supervision) ameoational investment and discretionary, and shaaldtribute to
POS (Eisenberger et al., 1986). Besides, MeyerAdien (1997) indicated that a common theme ligkantecedents
to commitment is the extent to which the anteceslangnal that the organization is supportive of &mployee,
consistent with the view that they operate via PO short, the underpinning social exchange theoedicts that the
exchange of favorable treatment could be prolonfyiak receipt of resources from another partyighly in need and
valuable and the actions are discretionary (Bl&641 Eisenberger et al., 1997).

In the HRM literature, researchers argue that tm@lémentation of progressive HR practices that caffe
employees skills and motivation can create gjfatadvantage for the organization (e.g. Snell &Del992; Becker
& Gerhert, 1996; Delery & Doty, 1996; Delaney andsdlid, 1996). This is mainly due to the strategilue of HR to
create organizational culture and social relatigossthat cannot be readily replicated by other pizgtions. However,
there are very few past studies that have esta&dlighe linkage between the implementation of appate
discretionary HRM practices based on establishetivaton theories and the development of positperceived
organizational support.

One of the aims of this study is to address thsigahe literature by examining the role of HRMagtices based
on the Alderfer's (1972) ERG theory of motivatioa influence the employees’ perception of high pemed
organizational support (POS) to meet the need faoee relationship based HRM approach comparetieacontrol
approactespecially for academics who are professionalkeir tisciplines.

In sum, review of both the POS and HR literaturggest the importance of research on the relatipriséiween
supportive HR practices and POS. Thus, thi#pajms to address this important issue by examithia influence of
employee perceptions of several important HR prasti namely, pay level satisfaction, career devent
opportunities, work-family support and leaderaber exchange (LMX) on their evaluations of POS.

THE HIGHER EDUCATION INDUSTRY

A survey conducted by an international researc firaylor Nelson Sofres (TNS) among 600 urban adults
showed that job hopping is a phenomenon employave o contend with (Anonymous, 2005). The regbdwed
that 58% of currently employed adults Malaysiansehamrked for up to three companies in the past yiwars with
23% indicating they intend to change employers withe next years. Meanwhile, 74% of the younger eygss have
changed employers over the past five years whité 88l change employers within the next two year$his report
implies that organizations need to be more asgettistrengthen employees’ job commitment.

In the context of the higher education industryJdyaia aims to be an international hub for worlalssl education
in its bid to be a big player in the attractiveiog@l education scene and targets about 100,0@yfostudents by 2010.
It has 17 public universities, four foreign branchmpuses of foreign universities, 21 private ursitiers and 500
private colleges (Uda Nagu, 2007). The privatdtinsons of higher learning is playing an equatyportant role with
the public universities to offer quality higher edtion and attract foreign students to Malaysia wbnptribute some
RM50 million in direct earnings to Malaysia annyalUda Nagu, 2007). This trend of globalizatiobglialization and
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reforms to the educational system to improve thkirgy of the universities brings many challengesdereloping
ways to improve staff commitment to universitie®ne primary criteria for world class universitissthe ability to
attract and retain excellent and experienced ac&@denthis is because each faculty member is awitapt part of the
institution. He interacts, facilitate and motivaidents to achieve greater heights and his wakes a difference
towards the academic reputation of the institutapart from other factors such as excellence inifi@s, size and
location.

Based on ‘The Academic Reputation Survey’' condutted team led by the Malaysian Qualifications Bloar
(MQA), no public university in Malaysia were ratéd the six-star “Outstanding” category while Unisiéi Sains
Malaysia was the only one rated in the 5-star “Hgo€’ category (Ramachandran & Foo, 2007). Thasmprove the
ratings of Malaysian universities, it is importaatdevelop a pool of excellent and experiencedi@técs as they play
strategic roles to improve ratings in key areashsas research quality, academic reputation of facalcademic
programs quality, research contribution to sociptgparation of tomorrow's leaders and qualityrafigates.

Over the past decades, local universities contiaiface the problem of academic staff turnovertaih drain”
(Khoo, 1981). To the best of knowledge, Malaysisniversities may still face the problem of high demic staff
turnover though no studies have examined the exitenaicademic staff turnover in Malaysia in recgaars. This
voluntary turnover of academic staffs particulatthe desirable ones, will not only have a detrimeeféect on the
institution both in replacement costs and workupsion, but also jeopardize the nation’s aim todoiee quality human
capital and workforce. It is obvious that the itugions cannot get a return from their investmemtfaculty members’
promotion, training and sabbatical leave. Themfonderstanding the factors that precede orgamidtcommitment
can enhance better administrative decisions fofittamcial support program of faculty members alst ¢he ability to
attract and retain good academics.

Academics can be considered the operational cottgeaiiniversities and their performance determites, large
extent, the quality of the student’s higher edusagxperience and thereby on the contribution siah institutions
make to the society (Capellaras, 2005). Acadenaiff sivho are well motivated and committed to thastitution can
build a national and international reputation fberhselves and the institution and the universiti@s attract high
caliber students, research funds and consultanoyramis (Rowley, 1996). Limited empirical studiesnducted
among academic staff have suggested several detgseof academic staffs’ affective commitmenthi® university
such as extrinsic and intrinsic job satisfactidviofid. Nasurdin, Ramayah, Abdullah, Hemdi and Se2@03),
economic compensation and support and recognitidapéllaras, 2005), supervision, training opportesitand
distributive justice (Chungtai and Zafar, 2006)erqeived external prestige of the university (Fulldester, Barnett,
Frey and Relyea, 2006) as well as procedural asiiltlitive justice (Yusof and Shamsuri, 2006). owsdver, these
studies have not examined the possible mediatifegtedf perceived organizational support (POS}taninfluence of
human resource management (HRM) practices on aféeorganizational commitment and turnover intemtaf the
academic staffs as suggested by the organizatupalort theory (Rhoades & Eisenberger, 2002).

Furthermore, creating a team of committed and ljghlity academic staff who are committed to imgrov
teaching and learning methods, strengthening relsemnd innovation, strengthening Malaysia’s in$iins of high
learning to world class standards and enhancirggriationalization to turn Malaysia into a leadinfyieation hub is an
important step towards the creation of apex unitiessin Malaysia as outlined in National Higherugdtion Strategic
Plan (Atan, 2007). In Sarawak, the importancéhefhigher education sector is also emphasizedigir@ene of the
strategy unveiled by the State Government ie. @eetbp human capital and research and developnier& D)
capability which is necessary to propel the Stateathieve all objectives of the Ninth Malaysian Plar 9MP
(Anonymous, 2006).

This is because a team of committed academicseatpifivate higher education institutions play comehtary
roles with their counterparts in the public higle€iucation institutions to assist the governmerdeeelop the human
capital who are smart, well-educated and havesadiass mentality required to achieve Vision 20R0eanwhile, the
PHEI has to justify whether their HR practices wilfluence the academics’ desirable attitudes atthbiours due to
budget constraints.
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The importance of supportive HR practices that tgveguality human capital in the context of higleglucation
is also highlighted by some past researches. Fampbe, Garavan, Morley, Gunnigle and Collins (208iggested that
HRM practices are likely to contribute to human itglpaccumulation and employees place value onirthestments
that organization’s make in their human capitalaad@ment. Hence, organizations should view investimehuman
capital as important as human competencies areobtiee resources available to organizations. Mspecifically,
Kumar and Idris (2006) suggested that managemeninitment to activities typically associatemthe characteristics
of learning organizations (institutions of higheatning) such as management commitment to teaerdgearning,
research and development and professional seniicmfluence the extent that academic staff arlimg to share their
knowledge within the organization. This may reflggathways for the development of continuous legrn
opportunities for staff members and suggests thet advantageous for universities to establishnieg culture as
learning organizations are more productive and stéifbe more satisfied because they have oppdasto learn and
continuously develop professionally.

Hislop (2003) extended the ideas of Garavan €2801) and Kumar and Idris (200&0d proposed a model that
considers how the knowledge workers motivationhars their knowledge may be shaped by HRM practlasieads
to perceptions of support, trust and delivery ¢ tsychological contract deals. These will crahte attitudinal
consequences of commitment and willingness to skiaoevledge. Hence, they suggest the links betwemwledge
management, HRM and commitment literatures andjesstgthat the success of universities as centekamfledge
excellence is predicated on the employees levgbaesteived organizational support, affective comraitnto the
organization and willingness to share their knogked

PROBLEM STATEMENT

The higher education industry is very worthy fosgarch as it is now an important sector playingw fole in
improving productivity and occupational skills, @ming many academics and students and has numiarksisvith
industrial and community activities as well as @mte the nation’s ability to compete in a volaglebal knowledge
economy (Tight, 2003; Humphreys & Hoque, 2007).

In order for private institutions of higher leargito contribute significantly towards the estabismnt of apex
universities in Malaysia as outlined in the Natiohigher Education Strategic Plan, they must bee abl attract
qualified academics who will stay with the univéies and perform at high levels. Research indicttiat employees
who are committed to the organization are morelylike demonstrate behaviors that are beneficiabrganizations
such as better performance at work, attendanceededtion in their positions (Meyer & Allen, 1997HRM practices
which signal that the organization is supportivehaf employee, are one way that organizations cdd bommitment
in their employees (Meyer & Allen, 1997).

While committed academics are the key towards theeessful private universities in Malaysia (Humplsré&
Hoque, 2007) and since academics have a high meesipport and recognition , there is very litttagarical studies
thus far which have been conducted to examinedieeaf perceived organizational support (POS) toagice the level
of affective commitment of academics using the aoads working with the private institutions of haghlearning
(Rowley, 1996; Capelleras, 2005; Joiner and Baka(96). Moreover, academics perceived that tieese ‘lost their
voice’ as the management of private universities hecome increasingly reluctant to listen to thkad lost respect for
their knowledge and expertise, had increased ttesiching loads and the administrative burden hacbrbe,
unmanageable (Humphreys & Hoque, 2007).

Limited empirical studies conducted among acadestaff have suggested several direct antecedents of
academic staffs’ affective commitment to the ursitg such as extrinsic and intrinsic job satisitat (Mohd.
Nasurdin et al. 2003), economic compensation amgpat and recognition (Capellaras, 2005), supemistraining
opportunities and distributive justice (Chungtad aafar, 2006), perceived external prestige ofuiieersity (Fuller et
al. 2006) as well as procedural and distributiatipe (Yusof and Shamsuri, 2006).

Only one study by Fuller et al. (200@gs found that POS was strongly related to acadénaiffective
commitment to the university. Moreover, aspectsnahagerialism has swept private universities awotnpte the use
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of private sector management techniques such aamuesource management, total quality manageniéettieeness,
efficiency in resource use, financial returns, cetitfipn between universities and faculties and ddats of
performance (Humphreys & Hoque, 2007). Thesaesmay not mix well with the academics’ value$reédom of
expression and acquisition of knowledge for its ake. Hence, different bundles of human resomaragement
(HRM) practices need to be adopted for universitigh different academic identities (Delery and pdt996; Smeenk,
Eisinga, Teelken, and Doorewaard, 2006).

Taken together, it is important and urgent for aeske to be undertaken to examine how private uaities in
Malaysia can foster the desirable employee commmitntierough designing specific HRM practices whidgnal
organizational care and support as suggested bydbial exchange perspective of affective commitmefhis is
because academics will not be committed to thearatp sector driven managerial identity withoutithmiversities
extending support to them, recognize their knowtedgd expertise and care for their well-being (Harags & Hoque,
2007). Hence, appropriate HRM practices is necgsgarealize the shift from professional to manégjevalues
among university academics. Besides, undersignttie nature of academic work in greater depthrigial as
academics are the key to the higher education psote teach and supervise students as well as ocatryand
disseminate academic research (Tight, 2003; Hurgpt&eHoque, 2007).

In other words, studies that examined the effe€tslRM practices on affective commitment via the ciab
exchange perspective of commitment in private usities that have adopted the managerial or hegistniolentity is
limited (Smeenk et al. 2006) especially in currémies of reducing expenditures and expanding usities, academic
employees have an increased teaching load whieh eftpanded at the expense of research time.

Limited empirical studies such as Capelleras (2G0%) Joiner and Bakalis (2006) conducted thus datered
around the important role of academics to createleence learning experience and build national iaternational
reputation for themselves and their institutionghie research, publishing and professional aredssach profile may
have a significance impact on the ability of thestitntion to attract high caliber students, reskafends and
consultancy contracts. However, such achievendayend on exceptionally high level of affective coitment of the
academics to their institutions.

This study aims to answer the call from recentissdbout the affective commitment level of acadsrsich as
Rowley (1996), Capelleras (2005) and Joiner andaBsk2006) for more studies to be conducted taréma the role
of perceived organizational support (POS) towardseacing the level of affective commitment for deanics working
outside the western countries. This study aimprtwvide an unique contribution to the commitmetdrhture in the
private higher education industry by examining pussible mediating effect of POS on the relatiomsifi four key
HRM practices namely, pay level satisfaction, ca®velopment opportunities, work-family suppartd leader-
member exchange (LMX) on the academics’ level of affective commitment aalso turnover intention using
academics working with the private institutionshagher learning in Malaysia as respondents toghidy.

Affective organizational commitment is among thestn@searched topics in the area of organizatioelaaviour
and education because of their impact on behawbwurork such as compliance with directives, effexfperformance
in their jobs or lower turnover, absenteeism arftkotdesirable organizational outcomes (Testa, 20Hywever,
literature search has found no previous studieshige investigated the mediating process to axplee relationship
between the human resource management (HRM) peadaicd employee commitment for academic staff wgrkiith
private higher education institutions in Malayséspecially in Sarawak. Theoretically, Meyer andit8n§2001)
suggested that the influence of HRM practices (perhnce appraisal, benefits, training and careeeldpment) on
affective and normative commitment were largely gl by organizational support and to a lesseentxby
procedural justice, hence, HRM effect on commitnmamet neither direct nor unconditional. Practicalthe Malaysian
Government and the Sarawak State Government hawayslemphasized the importance of motivated acadein
drive the Malaysian knowledge economy by producjoglity human capital. Thus, this study addressesnportant
strategic national objective of producing qualitynftan capital and most importantly, this study atmsaddress the
gaps in the literature for more empirical studiagle mediating mechanisms as suggested by MegeSanith (2001)
to better explain how the implementation of appiaterHRM practices can help to build high level$®S, which in
turn, will contribute to desirable work attitudesdaorganizational behaviours such as organizatiooaimitment and
turnover intention.
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In other words, the study will contribute signifitly towards the ‘second wave of development’ agadted by
the State Government which is based on developwiettie human capital (the sum of the skills, knalgle and
general attribute of the people). This is becausel@mics are the ones who produce the future hwagital of the
state. Hence, this study will also set the reseagénda towards understanding the process of geatipool of
committed academic staff of private universitieMalaysia who will contribute towards developing thuman capital
needed by the nation through creating educatedithgils who possessed strong mentality with shargsnwho can
spearhead the planning and implementation of pt®jender the 9MP.

On the other hand, existing commitment literatuog the higher education industry has overlooked the
importance of investigating the affective commitinehthe academics from the multi-foci perspectgesuggested by
earlier researchers such as Morrow (1983) and Resc(il985). This is because individuals experiemcstiple
attachments to multiple constituencies in the omgion and beyond the organization.

Specifically, factors influencing professional coitment are gaining more importance partly due so¢changing
patterns of management with increasing mergersndimmg and layoffs. Individuals become unablelépend on a
single organization for their careers and commitnterone’s career or profession accordingly becoaregmportant
source of occupational meaning (Chang, 1999). éiew the possible influence of POS on profesdioommitment
remains to be explored as no previous studies &eamined this relationship.

As Lee, Carswell and Allen (2000) argued, it is artgnt to investigate the role of professional caommant
influencing the employees’ organizational commitinas professions are important in the lives of mpe&gple and the
potential link between professional commitment amgortant work outcomes such as turnover intentiod job
performance. However, existing empirical reseaorh the relationship between professional commitmemd
organizational commitment remains inconsistent ardd to be further explored. Some studies foumdetiwas
conflict between the values related to one’s pshatical link to his occupation and those relatedne’s organization
such as Coombs & Gomez-Mejia (1999) while otheeaeshers argue that one’s commitment to the valndsnorms
of the profession is not necessarily inconsistergomflicting with those of the organization (fotraample, Bartol, 1979;
Mathieu & Zajac, 1990; Wallace, 1993; Lee at a8DQ@, Cetin, 2006).

Hence, more studies regarding employee’s attitodeaitd his profession are required to better undedsthe
behaviour or attitude of the private universitiasademics.  Furthermore, it is theoreticallytfal to examine the
relationships between different forms of commitmastacademics will form some type of commitmenthi values
and standards of his or her chosen profession disaweto the organization in which the professiopedctice is
practiced. On this note, this study will addrehis gap by reexamining the relationship betwefessional
commitment and organizational commitment in theterinof private higher education. Besides, il alko explore
the possible relationship that academics who peeckigher POS in terms of private universitiesvidimg more
support for scholarly activities, will be more comtted to the academic profession (professional mdment) by
being more involved in the activities of his prafiem such as producing more publishable researgerpaand
engaging in quality teaching.

In summary, this study attempts to contribute ® ¢ommitment literature by addressing the importasearch
problem of whether perceived organizational supf@OS) mediates the influence of human resourceagement
practices (HRM) on the academics’ affective orgatianal commitment to the universities and theintwer intention.

RESEARCH OBJECTIVES

The general objectives of this study are threed:fol
1. The study will examine whether the human resour@nagement practices of the private higher education
institutions (PHEI) in Malaysia will influence trecademics’ level of affective commitment to theasmigation and
their turnover intention through perceived orgati@eal support (POS).
2. The study will examine the two important mediatfagtors in the relationship of POS to the acadshi@vel of
commitment to the organization and their turnoveention. These mediating factors are felt ail@n and trust
in management.
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3. The study will test the mediating role of professibcommitment in the relationship of POS to thadsnics’ level
of affective commitment to the organization andrth@nover intention.

Trust in
managemen

Pay
Satisfaction

Affective
Organizational
Commitment

Career
Development
Opportunitie

Perceived
Organizational
Support(POS)

Work/Family
Support

Turnover
Intention

Leader-
Member
Exchange

Felt Obligation

Professional
Commitment

Figure 1: The hypothesized model

The study is intended to determine what effectctete HRM practices, as perceived by employees, lave
employee organizational commitment and perceivaghrizational support. It emphasizes on the impogaof
employees’ perception to describe the processefritiuence of supportive HR practices on empdog#titudes and
behaviors. This is because many studies (for elgnipgilvie, 1986; lles, Mabley and Robertson, 19Bhicki,
Carson and Bohlander, 1992; Whitener, 2001; Agaaw&003) have suggested that HRM practices to rfoste
commitment should consider the importance of theleyees’ perception compared to reality. This maydhe to that
unexpected outcomes might have resulted from ttietti@t employees’ perception were influenced irysvinat were
quite different from what was intended and that HRMctices signals organizational care and twshé employees
such as fairness of promotion practices and mgstesn accuracy (procedural justice). Other examjphelude,
participation in the stress counseling might haaelenemployees aware that the organization was er matributor to
the stress they are experiencing or participatiorthe developmental awareness centers might hareased the
employees’ awareness that they are in the wrortg pat

POTENTIAL CONTRIBUTIONS

This study has the potential to contribute to titerdture in at least the following aspects. Faatl most
important, by incorporating HR practices as anteo¢gsl of POS, this research links the HR and dzg#onal
behaviour (OB) literature. Although HR and OB highly interrelated, research in these areas des ofot integrated
in a single study and hence, more integration isesgary. For example, despite the fact that imphtatien of
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supportive HR practices such as pay satisfacttaneer development opportunities, work-life balaacel leader-
member exchange (LMX) often communicate the degoeehich the organization cares about its empleyaed

values their contribution to the organization, P®8ften examined as an OB topic. For example, Wgaat al. (1997)
suggest that when organizations invest in and gdeoxecognition for employees, they are encouratfieglevelopment
of POS. The limited studies in this area of stsdggests that POS provides an explanation for theeps by which
HR practices impact employee outcomes, and thafpkéietices are an important source of employee péores of

organizational support.

Little research has examined the antecedents & P@n the HR perspective. The aspects of HR et
studied include growth opportunities (Allen et @003), development opportunities (Wayne et al97)%&nd inclusion
in decision making (Wayne et al., 2002; Allen et aD03). These studies represent a limited antesdat narrow
perspective as they examined only one particulampktRtice in each study. Thus, this study watibute further to
knowledge about the antecedents of POS from thepéiRpective by examining the influence of four HiRctices
which are  pay level satisfaction, career develepmopportunities,  work-family support and |eadember
exchange (LMX) on POS. Further, those studies ithagstigated the relationship between HR praciicé POS are
often not guided by any motivational theory. O thther hand, although the behavioral perspectivth® HR
literature argue that the purpose of various HR{aes is to influence employee attitudes and biehsy HR literature
has focused only on the relationship between HRtjpes and firm performance (for example, Delargt ®oty, 1996;
Huselid, 1995), and has rarely examined the effetthe implementation of supportive HR practices employee
attitudes and behaviors. Hence, this study atteraptontribute further to the literature by examinthe influence of
supportive HRM practices as suggested by Alderfdr?52) ERG theory of motivation namely, pay satibn, career
development opportunities, work-life balance anddker-member exchange (LMX) that are used in privagder
education institutions in Malaysia on important déoype attitudes and behaviors toward the orgamimasuch as
perceived organizational support, affective orgatiimal commitment and turnover intention. Iniéidd, this study
differs from previous studies as it investigates itifluence of both work and non-work related HRqtices on POS
and the choice of HR practices is theoreticallytifiesl (Pare & Tremblay, 2007). Besides, this stwdill be able to
provide insights on which HR practices are morersly related to POS.

Following the suggestions by Delery (1998), Moharaedl. (2006) and Pare & Tremblay (2007) that isithat
examine the mechanisms through which HR practffest organizational outcomes is still at an emlbrg stage and
remain to be fully understood, this study aims ¢mtabute to the literature by examining whethee #timployees’
perception of supportive HR practices will influentheir perceptions of organizational support, Whit turn, will
contribute to employee attitudes and behaviors figakto the organization. This study is ctsnt with the view
that HR plays an indirect role in enhancing affeettommitment (Meyer & Smith, 2001; Whitener, 20@bd these
relationships are not necessarily direct or undiomil and POS is an important mediator (Meyer &t8n2001).

In other words, this study attempts to provideHartempirical evidence to address the gap thatastipp HR
practices may not only signal the extent to whiofanizations value and care for employees and kthaananagers’
desire to engage in social exchange relationshifis employees (Eisenberger et al. 1996; Allen gt2003) but also
lead to desirable organizational outcomes suchffest@e commitment to the organization and reducaahover
intention (Wayne et al., 1997; Eisenberger, 19880).

Second, this study will provide further empiricaidence and validates the social exchange thedgu(B.964),
the organizational support theory (Eisenbergea).etl986; Eisenberger et al., 2001; Rhoades &rbismger, 2002) and
specifically in the aspect of the norm of reciptpcfGouldner, 1960) in the employer-employee relahip, by
investigating the possible mediating role of fddtigation in the POS- work outcomes relationship.

Tansky & Cohen (2001) has identified perceived pizgtional support to build organizational commitrne
among employees. In addition, the empirical findirm§ Meyer and Smith (2001) identified perceivedamizational
support as a factor that partially mediate thetimtahips between HRM practices and organizati@ehmitment.
Other studies that have link POS and turnover tidas include Rhoades et al. (2001) and Eisenbezget. (2002)
which linked POS with actual turnover using rewandiocedural justice and supervisory support whillen at al.
(2003) suggests that POS mediates supportive Higroover via organizational commitment.
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In a more recent study, Lee and Peccei (2007) wmeedi that studies that examined the processesiticiztlie
the relationship of POS and affective commitmentitill limited and suggested future studies toestigate other
mechanisms through which POS influences affectbrarnitment such as felt obligation.

Hence, following the findings of Tansky & Coher0(@), Meyer and Smith (2001), Rhoades et al. (2@0)
Eisenberger et al. (2002nd Allen at al. (2003), this study will extend knowtgelregarding the mediating process
through which POS influences employee attitudes hetlaviors, and demonstrate why organizations rneed
implement supportive HRM practices to improveeafive organizational commitment and reduce turnovention.

This study examines the relationship between PQSaavariety of important work outcomes to providettier
insights into the effects of POS. Specificallyistetudy answers the call by Tan (2008) for mouelists to address the
gap on the influence of POS between organizatiao@bns and turnover intention for knowledge woskier Malaysia
by examining the possible mediating effects ofttinsmanagement, felt obligation and also professicommitment
on the influence of POS on affective organizatiartahmitment and turnover intention.

It is also to be noted that this study examines itifluence of LMX on POS and whether professional
commitment mediates the influence of POS on affeabrganizational commitment. This is consisteith\Reicher’s
(1985) multiple foci commitments perspective anadllofvs the suggestion of Lavelle et.al. (2007) ttpast studies
offer empirical support that employees demonstrmenmitment toward a variety of foci and that examgn
commitment to these various foci can improve owleanstanding of key employee behaviours. Spmdifi, this
study will improve understanding about the muliifperspective of social exchange relationshipsrganizations as it
examines the interrelationships between variabddleating social exchange of the employees with ahganization
which is POS and affective organizational commitmemith the supervisor which is LMX as well as withe
profession which is professional commitment. Femhore, taking a multi-foci perspective of the eoygles’
experience at work is likely to become increasingiportant (Lavelle et.al., 2007).

In sum, this study contributes to the limited badyknowledge about the psychological processesnlyidg the
formation of organizational commitment through trexspectives of the social exchange theory (Bl&64) and the
organizational support theory (Eisenberger, etl#186; Eisenberger et al., 2001; Rhoades & Eisgenef002). In
particular, Oliver (1990) has likened the studyasfianizational commitment to a “black box” in whisfarious
individual and organizational factors determine ocgitment levels and in turn affect certain behaviorith scant
attention to what happens “in between”.

Third, using a sample of academics working for gtevinstitutions of higher learning (PHEIS) as tiomtext of
study will offer interesting insights on the manamgmt of knowledge workers. This context warrantgent
investigation as private institutions of higherrldag (PHEIS) are playing important role to suppdglaysia’s mission
to be the important educational hub. Moreoverpvidedge workers are the key source of competittheaatage for
the knowledge economy (Drucker, 1999) and mosbitamtly, committed academics will assist the &tabvernment
to develop the quality human capital required thiewe the objectives of the ‘second wave of develept’ as
advocated by the Sarawak State Government whiblaged on development of the human capital, whidturim will
ensure the success of Vision 2020 and the Natidisdion in general. Hence, highly skilled psfmnals should not
be managed as disposable productive resourcesathar rshould be considered as human beings wittifepaeeds
and interests (Pare & Tremblay, 2007). Manageedn® bolster their sense of self-worth by treatthgm as
intellectual assets, not as operating costs, anttusging them, supporting their career experiersnad fulfill their
needs in order to gain sustainable competitive atdgge by keeping their employees’ skills and exgere within the
organization rather than outside it (Tan, 2008).

However, managing knowledge workers such as thdesuoigs is not a simple task as they are known t@ ha
higher expectations from their working life, anéyhmay be more committed to their profession ttir torganization
(Coombs & Gomez-Mejia, 1999). As suggested byorfitos & Gomez-Mejia (1999) and Drucker (1999), #tisdy
examines whether supportive HR practices will iaflae employee perceptions of POS and its directiraidect
influence on important work outcomes. Besidess #tudy also investigates the mediating role afofgssional
commitment in this process as academics may joimafer institutions of higher learning (PHEIs) fourther
advancement in their profession rather than corenhitd their organization. Thus, this study hasdrtgnt practical
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implications for the management of knowledge waoskarthe context of academics working for priviaigtitutions of
higher learning (PHEIs) in Sarawak in particulad aalaysia in general. It will enhance knowledgethe role of
social exchange relationships in private univezsjtiespecially relating to management practicevemtter response
which lacks empirical investigation.

Specifically, this study will provide important eiripal evidence to the management of private tastins of
higher learning (PHEIs) in Malaysia on the influeraf supportive HR practices on important emplogitudes and
behaviors toward the organization such as affeatiganizational commitment and turnover intentiomhis important
research gap is also suggested by Pare & TrempQ7] and Tan (2008) on the need to examine turriatentions in
a variety of organizational and cultural contexts Yarious professional groups in Asia. The exiion of the
antecedents and consequences of POS have been wielrved in the Western context and hence, Tad8j2have
mentioned that findings for Asian collective cutusuch as Malaysian employees is still in the prielry stages.
Besides, Shore et.al. (2006) also suggest thaypeeof job may be important for understanding exade relationships.

Since private institutions of higher learning (PEEIhave limited financial resources and thesatirigins need
to be accountable to their shareholders in termtheif financial performance, this study will alpoovide useful
insights on the importance of implementing sugperHR practices to elicit important employeditaties and
behaviors toward the organization such as perceaivgdnizational support, affective organizationamenitment and
turnover intention.

CONCLUSION

In sum, this paper presents an overview on the itapb contributions of this study, especially itsna of
providing new empirical evidence by using the sleichange theory and organizational support thémngyredict the
influence of the four(4) supportive HRM practicesmely pay satisfaction, career development oppiti¢s, work-
life balance and leader-member exchange (LMX) tao (2) important employee attitudes and behaviouramely
affective organizational commitment and turnovetemion. It justifies the importance of creatiagteam of
committed academics working for the private insiitus of higher learning in Malaysia in terms ofliging the
mission of Malaysia’s higher education industry.
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