
International Journal of Academic Research in Business and Social Sciences 

Vol. 1 1 , No. 1, 2021, E-ISSN: 2222-6990 © 2021 HRMARS 
 

126 

 

 

 

 

 

Full Terms & Conditions of access and use can be found at 

http://hrmars.com/index.php/pages/detail/publication-ethics 

 

 

 

The Influence of Personal Values on Organization 
Commitment among Foreign Workers in Malaysia's 
Construction Industry 

 

N. L. Jamaludin, Azhar, Salizawatee, N. M., N. A. Jamil  
 

 

To Link this Article: http://dx.doi.org/10.6007/IJARBSS/v11-i1/8229                DOI:10.6007/IJARBSS/v11-i1/8229 

 

Received: 19 November 2020, Revised: 10 December 2020, Accepted: 24 December 2020 

 

Published Online: 13 January 2021 

 

In-Text Citation: (Jamaludin et al., 2021)  
To Cite this Article: Jamaludin, N. L., Azhar, Salizawatee, N. M., & Jamil, N. A. (2021). The Influence of Personal 

Values on Organization Commitment among Foreign Workers in Malaysia’s Construction Industry. 
International Journal of Academic Research in Business and Social Sciences, 11(1), 126–145. 

 
  

 

 

Copyright: © 2021 The Author(s)  

Published by Human Resource Management Academic Research Society (www.hrmars.com) 
This article is published under the Creative Commons Attribution (CC BY 4.0) license. Anyone may reproduce, distribute, 
translate and create derivative works of this article (for both commercial and non-commercial purposes), subject to full 
attribution to the original publication and authors. The full terms of this license may be seen 
at: http://creativecommons.org/licences/by/4.0/legalcode 

Vol. 11, No. 1, 2021, Pg. 126 - 145 

http://hrmars.com/index.php/pages/detail/IJARBSS JOURNAL HOMEPAGE 

http://creativecommons.org/licences/by/4.0/legalcode


International Journal of Academic Research in Business and Social Sciences 

Vol. 1 1 , No. 1, 2021, E-ISSN: 2222-6990 © 2021 HRMARS 
 

127 

 

The Influence of Personal Values on Organization 
Commitment among Foreign Workers in 

Malaysia's Construction Industry 
 

N. L. Jamaludin  
Senior Lecturer at Department of International Business and Management Studies, Faculty 
of Business and Management, Universiti Teknologi MARA, Puncak Alam, Selangor, Malaysia 

Email: norlelawati0019@uitm.edu.my 
 

Azhar  
Construction Industry Development Board (CIDB) Malaysia, Shah Alam Selangor 

Email: myazrin79@gmail.com 
 

Salizawatee, N. M.  
Senior Lecturer at Department of International Business and Management Studies, Faculty 
of Business and Management, Universiti Teknologi MARA, Puncak Alam, Selangor, Malaysia 

Email: salizawatee@uitm.edu.my 
 

N. A. Jamil  
Senior Lecturer at Department of Operation Management, Faculty of Business and 

Management, Universiti Teknologi MARA, Puncak Alam, Selangor, Malaysia 
Email: norina0048@uitm.edu.my 

 
Abstract 
This study begins from the realisation of the important contributions of employees’ Personal 
Values on Organizational Commitment especially in construction Industry in Malaysia where 
there is paucity of research in this area. The independent variables are Personal Values 
(Stimulation, Universalism, Achievement, Self-Direction and Benevolence). The dependent 
variable is the Organisational Commitment (Affective Commitment, Continuance 
Commitment and Normative Commitment). The sampling frame (N=160) is concentrated on 
the technical foreign workers who work in Construction Industry Development Board (CIDB). 
The data was analysed using Statistical Package for the Social Sciences25 (SPSS 25). Results 
show that Achievement values and Self-Direction values are proven to have important 
influences on Organizational Commitment. This study discusses the results from the social, 
psychological, and human resource perspectives, as well as their implications for human 
resource management. 
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Introduction 
The Malaysian economy is currently heavily dependent on foreign workers, including 
expatriates, professionals and skilled migrants. Foreign workers are mainly employed in the 
manufacturing, construction and agricultural sectors (Bank Negara Malaysia, 2011). Thus, the 
importance of studies work-related attitudes related to employee commitment is not hard to 
justify, given the fact that organization usually invest huge sum of money and time to engaged 
in up skilling their foreign workforce to serve the organizations effectively (Bernstein and 
Vilter, 2018).   
 
In addition, an organization's performance has a significant effect on Organisational 
Commitment and is highly valuable based on highlighted studies (Nehmeh, 2009; Sungu, 
Weng, Hu, Kitule, & Fang, 2020). The reason is because it identifies the goals and values of 
the organization from greatly committed employee, willing to go over and beyond their 
necessary job duties and has stronger desire to belong to the organisation (Meyer and Allen, 
1991). A research by Ahmed and Rafiq (2015) and Ababneh (2020) revealed that higher 
Organisational Commitment is positively linked to the high satisfaction among foreign 
employees. Therefore, the factor leading, especially among foreign employees to 
Organizational Commitment needs to be studied. 
 
Furthermore, Becker (1960) and Bobowik, Jiménez, and Bilbao (2011) suggested that there is 
a need for research that would take a look at commitment in terms of values. Also, the growth 
of interest in Personal Values in increasing in management and organisational behaviour 
research (Hackett, 2007) and, in particular, commitment research (Cohen, 2007). The 
relationship between values and commitment has been explored by more research, at least 
from an empirical point of view (see Clugston, 2000 and Cohen, 2007). In addition, since 
values are attributed a central role in identifying the relation between individuals and the 
employment organization, the relevance of studies on values and work-related attitudes is 
imperative (Arieli, Sagiv, & Roccas, 2020). 
 
The underlying presumption is that when their interests are aligned with those highlighted in 
the company, individuals will be happier and more inspired, fulfilled, and devoted (Berings, 
2004). Therefore, an awareness of variations in values at the individual level could provide 
insight into better ways of handling diverse employees (Francesco and Chen, 2004) and help 
to increase both their commitment, whose results extend to both the spheres of work and 
life (Cohen and Shamai, 2010). 
 
However, in seeking a structured order for the identification of Personal Values, Schwartz 
(1992) proposed the Theory of Basic Human Values in which values are classified in terms of 
the motivational goal they express. The structure of dynamic relations that demonstrates 
between value-types is one of the main elements in this theory (Sánchez, 2014). Therefore, 
there are practical, psychological and social implications of behaviour in pursuit of some value 
that may either contradict or be congruent with the pursuit of other values (Sánchez, 2014). 
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According to Sagiv and Schwartz (2000), values that reflect growth needs become more 
important when an individual reaches the goals to which the values are guided. As stated by 
Bilsky and Schwartz (1994), in the Personal Value Model, Self-Direction, Universalism, 
Benevolence, Achievement, and Stimulation are identified as growth needs. Further, a study 
by Jin and Cui (2013) found that a component of growth need have influence the subjective 
well-being of employees, which will further influence the commitment amongst foreign 
employees.  
 
Nevertheless, the outcome of research on correlations between personal values and 
employee’s commitment is inconclusive. Glazer (2004) found that openness to change had a 
negative relationship with affective commitment. Additionally, Fischer and Smith (2006) 
found that Conservation and Openness to Change had no direct impact on Affective 
Organizational Commitment. For this purpose, this study will further examine whether 
personal values are related to organisational commitment. In addition, the relationship 
between values and Organizational Commitment has been discovered by individual level 
research (see Clugston, 2000; Cohen, 2007, 2009, 2010). 
 
CIDB had a total of 200 foreign technical staff in the company in 2018. Nonetheless, out of 
200, 40 workers chose to detach themselves from an organisation that includes up to 20% of 
foreign technical workers. Thus, further studies are warranted to clarify this phenomenon. 
Studies have shown that employee turnover can result in a high organisational cost (Coetzer 
et al., 2017). Further, retention of employees who understand the organization, their 
responsibilities and who adhere to professional standards is valuable to the organization. 
Therefore, gaining insight regarding individual and organizational characteristics would be a 
positive contribution to heightening awareness of how values influence employees’ 
commitment in the organizations in which they work. In addition, CIDB recently conducted its 
internal employee satisfaction study, as it basically tests and understands the devotion of 
their workers. Results suggest that almost half of the organisational population also prefers 
to remain with the company for less than 2 years. This study was carried out to further explore 
factors influencing the commitment of employees in the CIDB to helps retain the employees 
for organizations sustainability. 
  
In addition, the relationships between foreign worker's values and commitment are worth 
investigating because these relationships could have an impact on the actions of foreign 
workers, a topic in which all of society has an interest. We can understand how differences in 
values impact their commitment only by clarify the value fit, enabling the selection of recruits 
who make a good fit with the value system formulated and created by the relevant decision-
makers (Cohen and Shamai, 2010). Knowledge gained about values and how they impact 
commitment and workplace behaviors of foreign worker may provide another tool to help 
strengthen and promote the occurrence of ethical decision making and behaviors among 
these employees. Moreover, according to Cohen and Shamai (2009); Katou & Budhwar 
(2012); Lee, Chiang, Van Esch, & Cai, (2018) and Kutaula, Gillani & Budhwar (2020), study on 
individual values and commitment occurs mainly in America and Europe. Therefore, it is 
justified to examine the relationship between these variables in the region where it is 
plausible, such as Malaysia. 
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Based on The Human Theory by Schwartz, Cohen and Shamai (1992, 1996, 2000, 2007 and 
2009), Organizational Commitment Theory by Cohen (2010) and other relevant literature, this 
research argues that the variables analysed can be used as a starting point in the design of 
studies related to key issues relating to the perceptive of Personal Values of employees to 
influence Organisational Commitment. The goal of this research was to investigate the 
correlation between foreign workers' Personal Values (Stimulation, Universalism, 
Achievement, Self-Direction and Benevolence) and Organisational Commitment (Affective, 
Continuance and Normative). 
 
The novelty of this study is the contribution of the present body of knowledge through the 
development of adapted model of Personal Values in relation to Organizational Commitment 
in construction industry. The development of the adapted model is expected to be 
implemented in other similar studies to enhance the efficiency of construction industry 
organisations. Research on the Personal Values and Organisational Commitment of foreign 
workers in the technical migrant category within an organisation in Malaysia is currently 
minimal. Therefore, it is justified to investigate the correlation of these variables in the region 
where it is still plaucibe, such as Malaysia.  
 
The findings of this study are essential to provide on some valuable information to publics 
and also to the employees. Thus, with the information collected and extensive research 
studies, it could be planned for the future to have a conclusive finding. Scientific data about 
the viable relationships among Personal Values can be very precious to the ever-expanding 
frame of know-how related to Organisational Commitment. 
 
Observations made in the literature on personal values and organizational commitment 
indicates gaps in the following areas:  
 
1) This research aims to investigate the said relationships of foreign worker in the 
category of technical migrant in construction industry. Limited research focuses on the 
studied variables within the Malaysian social and cultural context. As suggested by Cohen 
(2007) and Sagiv and Schwartz (2000), values should be playing a functioning role in work 
related with processes. Moreover, even though numerous findings have emerged from 
studies on commitment in the workplace (Cohen, 2003; Meyer, 2002), the relationship 
between Individual Values and Commitment within the place of job for foreign workers has 
typically been overlooked. 
 
2) In addition, according to Cohen and Shamai (2009), research about Individual Values 
and Commitment mostly occurs in America and Europe. Thus, investigative the relationship 
of these variables in the area where it is still plausible such as Malaysia is warranted. 
 
3) Finegan’s (2000); Schwartz and Bardi’s (2001) findings suggested that personal values 
may influence affective and normative organizational commitment. However, to the 
researcher knowledge, no study has found the link between personal value and continuance 
commitment. Meyer and Allen (1997); Khalid (2020); Kumasey, Bawole and Hossain (2017) 
and Verasamy, Majid and Jamaluddin (2020) argued that one can achieve a better 
understanding of an employee's relationship with an organization when all three forms of 
commitment are considered together. Based on this contention, current study subscribe to 
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the Three Commitments (Affective, Continuance and Normative) have to be studied together 
to better understand Organizational Commitment among foreign workers. 
 
This research adds to the literature on this topic and fills the gaps in the recognition that 
psychological elements need to be further explored by the construction industries to enhance 
their employees Organisational Commitment. This research provides the industry with a 
framework about the close relationship between the variables studied. This research was 
carried out on the basis of the premise that it is imperative to consider the Personal Values of 
workers to assess whether the company meets its needs in order to strengthen their 
commitment.  
 
The results provide employers, management and even policy makers with a consistent and 
holistic view of developing and enhancing employee commitment through an efficient 
recruiting and selection process. This study therefore contributes to the improvement of the 
organisation, the learning environment, the growth of talent and the empowerment of quality 
human capital and can be used as a guide for improvement and implementation in various 
construction industry organisations in Malaysia and helps in some way to contribute to better 
performance and enable Malaysia to compete among developed countries or emerging 
economies.   
 
Literature Review 
According to Meyer and Allen (1997), commitment can be divided in three dimensions. 
The first dimension is called Affective Commitment, the second dimension is called 
Continuance Commitment, and the third dimension is called Normative Commitment. 
Based on Meyer and Allen (1984), Affective Commitment is defined as the basis of as a 
positive feeling of identification with, attachment to and participation in the work 
company. Continuance Commitment happens when workers feel dedicated to their 
communities by using distinctive characteristics of the fees they feel are correlated with 
quitting. Thirdly, Normative Commitment is the individual's feelings of responsibility based 
on supposed attachment to the aims of the organisation (Singh and Gupta, 2015).  
 
The correlation between Personal Values and Organizational Commitment is 
demonstrated in the study by Bardi’s (2001) and Finegan’s (2000). Values are motivational 
objectives that impact behaviors, behaviors and judgments (Fischer and Boer 2016). 
Additionally, human actions, motives, goals, attitudes, activities and assessments are 
affected by values (Ferssizidis et al., 2010; Fischer & Boer, 2016; Homer & Kahle, 1988).  
 
The relationship between Personal Values and Organisational Commitment is seen in the 
results of Bardi's (2001) and Finegan's (2000) studies. Therefore, in an effort to explain the 
interpretation of the relationship between Personal Values and Organisational 
Commitment, theories and principles have been propounded together to better 
understand the relationship. Some of the theories and concepts are discussed next. 
 
Dependent Variable 
Organisational Commitment 
The powerful motivational implications of commitment can be recognised as organisational 
commitment (Becker, 1992). Organizational commitment, according to Reilly (1989), is 
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typically conceived of as an individual’s psychological bond to an organization, including a 
sense of job involvement, loyalty, and a belief in the values of the organization. Other than 
that, Porter (1974) claimed that someone is highly committed to organisation when there is 
a strong understanding of the aims and values of the employer, willingness to exert 
widespread attempt on behalf of the corporation and strong choice to maintain club inside 
the corporation. 
 
In addition, Wiener and Vardi (1980) claim that an employee believes he has to stay in the 
organisation due to their obligation toward employer. The researchers conclude that 
commitment requires some sort of bonding between individuals and the organisation. 
Therefore, the concept from Porter (1974) is chosen to serve the scope of research, where he 
claimed that someone is strongly committed to organisation when there is a deep belief in 
and recognition of the goals and values of the organisation, willingness to make substantial 
efforts on behalf of the organisation and a strong desire to retain membership in the 
organisation. Commitment can be divided into three dimensions, according to Meyer and 
Allen (1997). The first dimension termed as Affective Commitment, the second dimension 
called as Continuance Commitment and the third dimension called as Normative 
Commitment. Meyer and Allen (1997); Kumasey, Bawole and Hossain (2017) and Verasamy, 
Majid and Jamaluddin (2020) argued that when all three types of commitment are studied 
together, one can gain a deeper understanding of the relationship of an employee with an 
organisation. Thus, based on this suggestion, this research was conducted. 
 
The results of Bardi's (2001) and Finegan's (2000) research show this relationship between 
Personal Values and Organisational Commitment. The pan-cultural values theory of Schwartz 
and Bardi (2001) explains the reason why vision and values of humanity could inspire 
commitment. The ideals of vision and humanity usually match the kinds of Benevolence, 
Universalism and Self-Direction of pan-cultural values. In addition, results from Finegan 
(2000) are consistent with the theory of values from Schwartz and Bardi (2001) who suggest 
that a general human preference for Benevolence, Universalism and Self-Direction can 
translate into changes in behaviors in the workplace. 
 
Independent Variables 
Personal Values 
Based on Shalom Schwartz (1992; 1994; 2006), this study mostly complies with the 
assumption of human values when talking about values, which first established ten distinct 
types of Personal Values, such as Universalism, Benevolence, Tradition, Conformity, Stability, 
Power, Accomplishment, Hedonism, Stimulation, and Self-Direction at the individual level. 
Values that reflect growth needs (e.g. Self-Actualization) become more important when an 
individual reaches the goals to which the values are guided, according to Sagiv and Schwartz 
(2000). As shown by Bilsky and Schwartz (1994), Self-Direction, Universalism, Benevolence, 
Accomplishment, and Stimulation are identified as growth needs in the Personal Value model. 
A study by Jin and Cui (2013) found that a component of growth need to affect the subjective 
well-being of employees with a further effect on the commitment of employees among 
foreign workers. 
 
Schwartz (2012) concluded that people with Stimulation-Value orientation are more oriented 
on excitement, creativity, and challenge. In addition, Schwartz (2012) proposed that people 
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with the orientation of Universalism-Value are more conscious, appreciative, supportive and 
respectful of the welfare of all people and of nature. Other than that, he added that people 
with Achievement-Value orientation are more likely to pursue personal accomplishment by 
displaying competence according to a social norm and social acceptance, and more critical 
thinking, curiosity and self-respect are available to people with Self-Direction Value 
orientation. Finally, persons with a Benevolence-Value mindset are more protective and aim 
to boost the well-being of those they are in regular personal contact with. 
 
The findings suggest higher levels of commitment when organisations are viewed as reflecting 
ideals associated with Benevolence and Vision (Verasamy, Majid and Jamaluddin, 2020). The 
ideals of vision and humanity usually correlate with the forms of pan-cultural values of 
Benevolence, Universalism and Self-Direction. In accordance with Maslow (1959), Schwartz 
and Bardi (2001) argue that international workers are those who fulfill basic human needs, 
such as Benevolence, Self-Direction and Universal types of values. In addition, the findings of 
Finegan (2000) are consistent with the theory of values of Schwartz and Bardi (2001) and 
indicate that a general human preference for Benevolence, Universalism and Self-Direction 
may translate into changes in behavior in the workplace. 
 
Thus it is possible to further examine the relationship between personal values (Self-
Direction, Universalism, Benevolence, Accomplishment, and Stimulation) and Organisational 
Commitment. Table 1. describes the importance of the five growth values defined by 
Schwartz (1992) and referred to in Campos Sánchez (2014). 
 
Table 1: Descriptions of the Five Personal Values 
 

PersonalValues Definition 

Self-Direction 
Concerned with independent thought and action-choosing, 
creating, exploring 

Universalism 
Concerned with understanding, appreciation, tolerance, and 
protection for the welfare of all people and of nature 

Benevolence 
Concerned with preservation and enhancement of the welfare of 
people with whom one is in frequent personal contact 

Achievement 
Concerned with personal success through demonstrating 
competence according to social standards 

Stimulation Concerned with excitement, novelty, and challenge in life 

 
Relationship between Personal Value and Organizational Commitment 
In order to fully understand commitment, Becker (1960) suggested the need to explore and 
test the relationship between commitment and values; we must discover the value systems 
through which the mechanisms and processes mentioned earlier operate. In addition, 
Furnham (2005) advanced the theory of why values related to commitment and he said that 
affective nature has an enveloping effect on how individuals, including their job or 
organisation, perceive the world. Different individuals have different personalities, and each 
element in the setting will respond in another way. This contributes to the point that certain 
persons have a value system based on greater commitment than different human beings. In 
addition, a research by Ying Hui and Aaron Cihen (2010) and Verasamy, Majid and Jamaluddin 
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(2020) shows that individual values have an encouraging effect on the employees' 
Organisational Commitment. 
 
Meyer and Allen (1997); Kumasey, Bawole and Hossain (2017) and Verasamy, Majid and 
Jamaluddin (2020) suggest that researchers should review the three proposed dimensions 
(Affective Commitment, Continuance Commitment and Normative Commitment) altogether 
to better understand Organisational Commitment. This research seeks to understand how 
things function and focuses on verifying the hypotheses on the basis of the literature findings 
mentioned in this chapter. A positivist approach is considered practical to understand how to 
obtain the necessary information, improve understanding of the relationships between 
independent and dependent variables and in turn, provide significant results due to the 
nature of hypothesis testing for this research. As such, this research refines the theory of 
positivism in order to analyse the empirically complex range of social and organisational 
variables based on the following hypotheses: 
 
H1 = Stimulation have a positive and significant relationship with Organizational Commitment 
H2 = Universalism have a positive and significant relationship with Organizational 

Commitment 
H3 = Achievement have a positive and significant relationship with Organizational 

Commitment 
H4 = Self-Direction have a positive and significant relationship with Organizational 

Commitment 
H5 = Benevolence have a positive and significant relationship with Organizational 

Commitment 
 

Methodology 
Data Collection 
A self-administered questionnaire was made with suitable modifications from previous 
studies to measure the impact of Personal Values towards Organization Commitment of 
employees in the CIDB, which is focused on the technical foreign from Jan to Mac 2020. 
 
Sampling Details 
In this study, the population involves foreign employees who work with CIDB Negeri Selangor. 
The total number of technical migrants in CIDB Negeri Selangor is 160 (100%) permanent 
technical foreign workers.  
 
Measurement of the Variables 
Background Information 
The background information collected included gender, age, nationality and years of service. 
 
Independent and Dependent Variables 
Personal Values Questionnaire (PVQ) 
The PVQ (Schwartz, 2006) was used to assess Personal Values. The PVQ scale includes short 
verbal portraits of 40 dissimilar people. For each of the portraits, respondents respond the 
questions “How much like you is this person?” on a six-point scale (1 = not like me at all to 6 
= very much like me). Sample questions are as follows: “He/she thinks it is important to be 
ambitious. He or she can strive to do better than others.” 
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Organizational Commitment Questionnaire (OCQ) 
The OCQ by Allen & Meyer (1990) are used to predict employee’s commitment measures a 
seven (7) - point scale (1 = strongly disagree to 7 = strongly agree). This questionnaire is 
composed, in its full length, of 24 items, eight (8) items in each of the following claimed 
dimension commitment scale: Affective, Continuance and Normative Commitment. Sample 
questions are as follows: “I do not feel a strong sense of belonging to my organization; Right 
now, staying with my job at this organization is a matter of necessity as much as desire.” 

  
Statistical Analysis 
The analyses were conducted using IBM SPSS 25.0. In this study, the tests performed were 
validity and reliability tests as well as four classical assumption tests (normality, 
autocorrelation, multicollinearity, heteroscedasticity test). Next, correlation analysis was 
performed to ensure the relationships and the power amongst all of the variables that 
researcher test. In addition, linear relationship between dependent and independent 
variables was interpreted using regression analysis to predict how well the independent 
variables able to explain dependent variables. 
 
Results 
Data Screening 
The related assumptions of the statistical analysis were checked prior to performing the 
regression analysis. To reflect on the accuracy of the measuring instrument in providing the 
results for this study, a reliability test was performed. The satisfactory degree of reliability 
often depends on how a measure is being used, despite the general acceptance of a value of 
0.7 as the cut-off point of the reliability measure. Despite the general acceptance on the value 
of 0.7 as the cut-off point of reliability measure, the satisfactory level of reliability also 
depends on how a measure is being used. ‘In the early stages of research on predictor tests 
or hypothesized measures of a construct, one saves time and energy by working with 
instruments that have only modest reliability, for which purpose reliabilities of 0.60 or 0.50 
will suffice (Sekaran, 2003). Next the testing of multivariate outliers was performed using 
Mahalanobis Distance. According to the Chi-square statistics table P=.001 and the 5 
independent variables are 19.73 (20.52), an analysis of the Mahalanobis distance scores 
indicated two multivariate outliers. The outliers found in the initial screening of data were 
removed.  
 
Furthermore, the Komogorov-Smirnov and Shapiro-Wilk and Skewness and Kurtosis test 
results indicate that the residuals are all normally distributed. Next the Durbin Watson values 
were 2.470, suggesting both positive and negative non-autocorrelation occurring between 
the residuals in the regression models. In addition, the results of the VIF demonstrate that 
this study does not have a multicollinearity problem. The higher VIF for Benevolence based 
on outcome is 3.962 and the lower VIF for Achievement is 2.460.  
 
Reliability and Normality Analysis 
Following suggestions by Nunnally (1978), the internal reliability for this study was verified by 
Cronbach alpha values of 0.647 - 0.867. However the researcher noted that any discussion of 
interpretation and implications involving the slightly low Cronbach Alpha variable is 
provisional and demands replication to further validate the associations between variables. 
In addition, the researcher studied the Skewness and Kurtosis value normality test to 
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determine its normality. The results show that the values of Skewness vary from -0.408 to 
0.628 and the values of Kurtosis range from 0.214 to 2.821, suggesting that the variables are 
in the normal range (Pallant, 2010). 
 
Descriptive Analysis 
Results indicate that 66.2% were male respondents and 33.8% were female respondents. It 
has shown that this research dominated by males. In addition, the majority of workers 
employed in the construction industry are male. Next, results show that the majority of 
respondent age ranges from 26 to 30 years (born 1994 to 1998) with (60.6%) followed by the 
second larger number with 18.8%, which is 31 to 40 years (born 1980 to 1989). It shows that 
the greatest number of age ranges employed in the CIDB are people born from 1994 to 1998. 
In addition, the result is 16.3 % for 20-25 years of age (born from 2000 to 2005) while the 
lowest respondent age is 40 years of age and above (born from 1944 to 1964) (4.3%). Finally, 
for the nationality of CIDB respondents, the results show that Indonesia (80.6%) is the country 
with the largest number of skilled migrants in the CIDB, followed by Bangladesh (16.8%) and 
Nepal (1.3%). For years of service, the majority of all foreign technical employees work for 1-
5 years (58.8%) with 94 people, followed by 6-10 years (27.5%) with 44 people. Finally, with 
12 people, the third highest length of years of service was 11-15 years (7.5%), while the lowest 
length was more than 16 years (6.2%) with 10 people. For detail information on the profiles 
of the respondents, see Table 2. 
 
Table 2: Profile of Respondents 

Number Variables Frequency Percent (%) 

1 
Gender 

Male 
Female 

 
106 
54 

 
66.2 
33.8 

2 

Age 
20 - 25 years old 
26 - 30years old 
31 - 40years old 
40 years old and 

above 

 
26 
97 
30 
7 

 
16.3 
60.6 
18.8 
4.3 

3 

Nationality 
Indonesia 

Bangladesh 
Nepal 
Others 

 
129 
27 
2 
2 

 
80.6 
16.8 
1.3 
1.3 

4 

Years of Service 
1 - 5 years 

6 - 10 years 
11 - 15 years 

16 years and above 

 
94 
44 
12 
10 

 
58.8 
27.5 
7.5 
6.2 

 
 
 
 
 



International Journal of Academic Research in Business and Social Sciences 

Vol. 1 1 , No. 1, 2021, E-ISSN: 2222-6990 © 2021 HRMARS 
 

137 

Correlation Analysis 
Table 3: Intercorrelations of the Major Variables 

 1 2 3 4 5 6 

1.Benevolence 1      

2. Universalism 
0.798*

* 
1     

3. Self-Direction 
0.716*

* 
0.741*

* 
1    

4. Stimulation 
0.763*

* 
0.688*

* 
0.710*

* 
1   

5. Achievement 
0.647*

* 
0.613*

* 
0.651*

* 
0.687*

* 
1  

6.Organizational 
Commitment 

0.186*
* 

0.146* 
0.266*

* 
0.222*

* 
0.367*

* 
1 

**. Correlation is significant at the 0.01 level (1-tailed). 
*. Correlation is significant at the 0.05 level (1-tailed). 

 
Based on the results in Table 3, there is medium and small correlation linear relationship 
between Benevolence, Universalism, Self-Direction and Stimulation towards Organizational 
Commitment. 
 
Regression Analysis and Hyphotheses Testing  
The model's R2 value is 0.159 and the adjusted R2 is 0.130, based on the dependent variable 
for Organizational Commitment result in Table 4. Therefore, it can be concluded that 13% of 
the variance in explaining organisational commitment is explained by the model consisted of 
Personal Values. For the model, the f value is 5.510 (p<0.05), implying that the model is 
significant and that the dependent variables are significantly explained by all independent 
variables. Two (2) was found to have a significant contribution to Organizational 
Commitment, which is (H3) Achievement (β = 0.365, p<0.05) and (H4) Self-Direction (β = 
0.300, p<0.05), from all five (5) independent variables. No significant contribution was found 
to Organisational Commitment between (H5) Benevolence (β = -0.042, p>0.05), (H2) 
Universalism (β = -0.196, p>0.05) and (H1) Stimulation (β = -0.109, p>0.05). Therefore, only 
two (2) personal values which were Achievement and Self-Direction supported Organisational 
Commitment. In order to increase Organisational Commitment among foreign workers, these 
two personal values can be used as a tool for the CIDB. 
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Table 4: Results of Organizational Commitment 

 Standard Coefficients (Beta) 

Hypotheses  Sig Results 

H1 = Stimulation have a positive and 
significant relationship with Organizational 
Commitment 

-0.109 0.423 
Not 

Supported 

H2 = Universalism have a positive and 
significant relationship with Organizational 
Commitment 

-0.196 0.187 
Not 

Supported 

H3 = Achievement have a positive and 
significant relationship with Organizational 
Commitment 

0.365 0.003 Supported 

H4 = Self-Direction have a positive and 
significant relationship with Organizational 
Commitment 

0.300 0.044 Supported 

H5 = Benevolence have a positive and 
significant relationship with Organizational 
Commitment 

-0.042 0.781 
Not 

Supported 

F value 5.510 

R2 0.159 

Adjusted R2 0.130 

* p<0.05, ** p < 0.01 
 

Discussion  
The primary objective of this research was to obtain a deeper understanding of the 
relationship between psychological factors and commitment of foreign workers. By briefly 
describing the interplay between variables that cause Organisational Commitment, this study 
begins to outline the model. 
 
The first research objective (1) explored the correlation between Personal Value (Stimulation, 
Universalism, Achievement, Self-Direction and Benevolence) and Organisational 
Commitment (Affective, Continuance and Normative) among international employees. This 
study uncovered the organization's relationship between Personal Values and Organisational 
Commitment. Achievement and Self-Direction were shown to have significant influences on 
foreign workers' Organisational Commitment. Furthermore, the second research objective (2) 
explores which Personal Values is more important in influencing Organizational Commitment 
among foreign workers. This study found that Achievement is the most significant values 
followed by Self-Direction to influence Organisational Commitment among foreign 
employees. 
 
This research is perhaps one of the few attempts to apply the theory of Schwartz (1992, 1999) 
to the established theory and measurement of Organisational Commitment and its findings 
were quite encouraging with regard to the application of Schwartz's Theory to a better 
understanding of work attitudes such as commitment. The reference point for this research 
was that Personal Values and Organisational Commitment could be significant to an 
organization's human resources policy. Nevertheless this argument turned out not to be as 
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simple as the researchers thought. Three out of five of the relationships between Personal 
Values and Commitment to organisation turned out not to be significant. 
 
The result of Stimulation Value Orientations-Organizational Commitment demonstrates that 
Stimulation is not correlated to the Organizational Commitment (H1) of foreign employees. It 
seems the requirements of being adventurous, exciting and independent may not be 
significant predictors of their commitment in the construction industry, and for foreign 
workers in Malaysia in particular. 
 
The researchers found that Achievement and Organizational Commitment have a significant 
and positive relationship. 13 % in Organizational Commitment (H3) was explained by the 
model. The notion that Achievement-Focused Values (Achievement) foster Organisational 
Commitment among employees (Arieli, Sagiv, & Roccas, 2020) also supports this finding. 
 
Similarly significant relationships between Self-Direction and Organisational Commitment 
(H4) was also shown in the result. An emphasis on independent thoughts and behavior 
(Schwartz 2012) contributes to Self-Direction. The significant relationship can reflect the fact 
that autonomy for foreign workers is an important source of commitment. 
 
The belief that Social-Focused Values (Universalism) (H2) and (Benevolence) (H5) promote 
Organisational Commitment (Arieli, Sagiv, & Roccas, 2020) did not support this finding. In 
other words, for those with whom one is in regular personal contact (the in-group), foreign 
workers do not seem to prefer conditions that foster selflessness, understanding, respect, 
tolerance and security. 
 
Although this study found only minimal support for the relationship between Personal Values 
and Organisational Commitment, the researcher argues that dismissing the possible 
relationship as non-existent might be premature. Before firm conclusions can be drawn, 
further research on these relationships can be needed. Nevertheless, it can be suggested on 
the basis of the findings that stakeholders in the construction industry focus more on 
Achievement as a Personal Value that strengthens Organisational Commitment to foreign 
workers while enforcing recruitment, regulations and policy practices for human resources. 
 
Finally, practical contributions are also made through the study. Commitment is regarded as 
a precious attitude. Knowing the patterns of individual values that enhance workplace 
commitment could give top management more insights into the personal roots of 
commitment and increase their tolerance of individual variations in this sector. This 
information can be used through socialization, training, or selection processes to increase the 
commitment of individuals. In order to examine more thoroughly the effect of values on 
commitment, more research is naturally needed. Research into factors that mediate and 
moderate the relationship between Personal Values and Commitment can make a particularly 
significant contribution to this relationship's understanding. 
 
In addition, organisation practitioners can further nurture the significant relationship 
between Achievement, Self-Direction and Organisational Commitment by adjusting the 
recruitment, introduction and training programs and providing support throughout the 
duration of the foreign worker sojourn. In view of this along with the results of the current 
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study, it seems that interventions aimed at improving Personal Values can influence the 
Organisational Commitment of foreign workers, and this may have economic benefits in the 
long run. The researcher advises organisations to develop strategies for meaningful 
interactions that incorporate the organization's foreign workers and make them feel like 
insiders. Industry professionals should in particular, try to develop a distinctive service that 
resonates with their core employees. 
 
Limitations of the Study 
The study recognizes the limitations of the approach taken to analyse the overall Organization 
Commitment process here. Perhaps this discrepancy between the findings is related to 
foreign workers who follow different values in relation to Organisational Commitment that 
are not tested in this study. 
 
In general, the findings indicate that some of the relationships between Personal Values and 
Organisational Commitment depend on the context, thus supporting the argument that the 
relationships between Personal Values and Organisational Commitment are defined by the 
specific environment (Sagiv and Schwartz 2000; Arieli, Sagiv, & Roccas, 2020). The researcher 
believes the aspect of Personal Values needs to be more examined in relation to 
Organizational Commitment. 
 
The researcher also acknowledges that the collection of data, which was limited to the CIDB's 
only group of foreign (technical workers), may suffer from a single-source bias and the 
generalization of findings to other organisations may be taken with caution owing to their 
distinct nature of work and national cultures. Samples such as foreign workers from culturally 
similar and dissimilar countries can also be included in further studies, or perhaps focus 
specifically on less developed countries that have not recently undergone rapid social changes 
to determine the validity of the current findings. In addition, the questionnaire was 
distributed based on the small sample size of the CIDB's foreign staff. In order to obtain more 
effective results, future researchers are advised to increase the sample size. 
 
Recommendations for Organization 
Study findings have significant implications for policy makers and organisations in the design 
of workshops, assessments, and interventions that contribute to the impact of positive 
Organisational Commitment. The results show that industry players need to strategically 
adapt to the various value preferences, specifically looking at the role of Achievement and 
Self-Direction among foreign workers. By adjusting the introduction or recruitment process, 
this can be done. Somehow by improving the orientation and arrival services, they can do 
this. This will further integrate foreign workers’ in the organization and make them feel like 
insiders. 
 
Recommendations for Future Research 
For further work to be suggested by the researcher, predictors of Organisational Commitment 
are required. Further examination can be carried out by expanding the proposed model to 
include other constructs in the relationship between Personal Values and Organisational 
Commitment, i.e., predictors such as personality (Van Oudenhoven and Van der Zee, 2002) 
and stress resilience (Grant and Kinman, 2012). In addition, the researcher would like to 
recommend future researchers to look at moderating or mediating variables from this 
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research that would affect Organisational Commitment. Job involvement and subjective well-
being could be the moderator variables which can be tested to indicate the presence of 
Organisational Commitment in the organisation. 
 
Future research should also take into account that individuals sometimes behave or express 
ideas about social concerns that are at variance with their personal values (Campos Sánchez, 
2014). In this sense, the analysis of the inconsistencies between the Personal Values of foreign 
workers and their behavior should be the focus of a future line of research. This is because 
contextual factors may sometimes override personal values (Boer & Fischer, 2013). 

 
Conclusion 
This study offers some insights into the psychological aspects of foreign employees in a 
foreign country. The experiences of these employees undoubtedly influence how they 
perceive Organisational Commitment. In short, the research art of this study draws attention 
to the complexity of the process of development of human resources together with the 
primary objective of understanding the Organisational Commitment of foreign workers. It can 
be concluded that concentrating on values of Achievement and Self-Direction could also 
prove to be a good strategy. The researcher argues that the current study provides some 
insights into the potential of Personal Values for foreign employees to influence 
Organisational Commitment. This study however has addressed the gaps in the Personal 
Values-Organizational Commitment study and contributes significantly to the literature on 
this subject. Results have confirmed that to remain competitive, industries need a 
psychological element. In conclusion, the study presents answers to a range of perspectives. 
At the same time, many questions regarding the Personal Values-Organizational Commitment 
investigation have been raised. 
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