
ABSTRACT 


The objectives of this thesis are to study, ascertain, predict and explain the effects of job 

characteristics on employees ' attitudes and on different categories of job perfonnance 

grounded in Social Exchange Theory. Purposive sampling and proportionate quota sampling 

were used in this thesis for allocating samples of 347 academicians to 21 private universities 

in the Punjab/Islamabad Capital Territory of Pakistan. With the help of PLS (SEM), 

instrument of job characteristics (as job complexity), employees' attitudes and different 

categories of job perfonnance were validated in the Pakistani context. The CF A confinned 

the presence of two newly computed constructs (student development perfonnance and 

knowledge development perfonnance) in the task perfonnance of academicians. The CFA 

also con finned and validated the job perfonnance categories involved in this thesis. The 

proposed model was a good fit (GoF = 0.993) and Q2 values for all endogenous constructs 

was greater than zero. There are positive impacts of job complexity on organizational 

commitment and job satisfaction, while a negative significant impact of job complexity on 

turnover intention. Hence, the causal relationships between job complexity and organizational 

commitment, job satisfaction and turnover intention were established according to Social 

Exchange theory in Pakistan's context. Job complexity has a positive significant impact on 

student development perfonnance; however, job complexity has an insignificant impact on 

knowledge development perfonnance. Furthennore, job complexity has a positive significant 

impact on organizational citizenship behavior, innovative perfonnance as well as adaptive 

perfonnance. On the whole, the causal relationships of job complexity and student 

development perfonnance, OCB, innovative perfonnance and adaptive perfonnance were 

established within the Social Exchange Theory. In the five models of mediational analysis, 
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only organizational commitment emerged as a mediator between job complexity and 

knowledge development performance grounded in the Theory of Social Exchange. In 

comparing the evaluation of different job performance categories based on the self-rating of 

academicians, organizational citizenship behavior emerged as an area of greater effectiveness 

opposite to supervisors' rating of academicians who prefer student development performance 

as area of greater effectiveness. On the whole, based on mean rating scores academicians and 

their supervisors are in close agreement that knowledge development performance is the area 

of least effectiveness. One of the fmdings of this thesis is that the supervisors are more 

lenient on student development performance as compared to academicians that are more 

lenient on knowledge development performance. The Wilcoxon signed-rank test showed that 

there is no significant difference between the academicians' self-rating and their supervisor' s 

rating on overall job performance, innovative performance and adaptive performance of 

academicians. This means the evaluation of academicians' rating and their supervisors' rating 

are convergent on overall job performance, OCB, innovative performance and adaptive 

performance. However, there is a significant difference between academicians' self-rating 

and supervisors' rating of academicians' student development performance and knowledge 

development performance. The contribution to theory, implications for managers, limitations 

of the study and recommendations for future research were derived from the results and 
~ 

explained in this thesis. 
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ABSTRAK 


Satu Model IntegratifCiri Kerja, Sikap Pekerja dan Prestasi Kerja 

Multidimensional Antara Ahli akademik dalam Universiti Swasta di Pakistan 

Objekt([ projek illi adalah untuk mempelajari, memastikan. meramal dall menerollgkoll kesall 

ciri-ciri pekeljaan ke atas sikap pekelja. dan pada kategori berlainan prestasi peke/jaan 

berasaskan Teori Pertukaran Sosial. Persampelan bertujuan dan persampelan kuota 

seimbang telah digunakan dalam tesis ini dalam memperuntukkan sampel sebanyak 347 aMi 

akademik dari 21 universiti swasta di Wilayah Punjab / Islamabad Ibu Negara Pakistan. 

Dengan bantlian PLS (S£M). ciri-ciri pekeljaall (seperti kerumitan kerja), sikap pekerja dall 

prestasi kerja yang berlainan kategori telah disahlwn dalam konteks Pakistan. CFA 

mengesahkan kehadiran dua konstruk baru (prestasi pembangunan pelajar dan prestasi 

pembangunan pengetahuan) dalam pengiraan prestasi tugas ahli akademik. Selain itu 

CFAjuga telah mengesahkan dan menerima kategori prestasi kelja yang terlibat dalam tesis 

iI/i. Model yang dicadangkan itu amat sesuai (PGA = 0,993) dan nilai-nilai ~ untuk semua 

konstruk dalaman adalah lebih daripada sifar. Terdapat kesan positijkerumitan pekerjaan ke 

alas komitmell organisasi dan kepllasan kerja, semen tara memberi kesan negatif kerumital/ 

pekerjaan yang besar terhadap niat pemberhentian. Oleh itu, hubungan penyebab aJ...-ibat di 

antara kerumitan pekerjaan dan komitmen organisasi, kepuasall kerja dan niat 

pemberhentian telah dibina mengikllt leori pertllkaran sosial dalam konteks Pakistan. 

Kerumitan pekerjaan memberi kesan positifyang sign(fikan ke atas prestasi pembangunan 

pe/ajar. Walau bagaimanapull kerllmitan pekeljaan mempunyai kesan yang tidak ketara 

kepada prestasi pembangunan pengetahuan. Lebih-Iebih lagi, kerumitan pekel:jaan 
~ 

mempullyai kesan posit([ yang besar ke atas tingkah lakll prestasi kewarganegaaraan 

organisasi yang inovat!f' dan juga prestasi adaptfl Secara keseluruhannya, hubungan sebab 

dan akibat kerumitan pekerjaan dan prestas; pembangllnan pelajar, OCB, prestasi inovat~f 

serta prestasi penyesuaian telah wlljud dalam Teori Pertukaran Sosial. Dalam mode/ lima 

al/alisis mediational, hanya komitmen organisasi munelll sebagai perantaraan kerumitan 

pekeljaan dan prestasi pembanf:,"unan pengetahuan dolam Teori Pertllkaran Sosial. Dalam 

perbandingan antara penilaian kategori prestasi kelja yang berbeza berdasarkan kepada 

penarafan kendiri ahli akademik, ke/akuan kewarganegaraan organisasi mwu.;'UI sebagai 

"ldang keberkesanan bertentangan dengan penilaian penyelia terhadap ahli akademik yang 
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memilih prestasi pembangunan pelajar sebagai bidang yang lebih berkesan. Seem"a 

keselurulzannya, berdasarkan min skor kedlldukan aMi akademik dan penyelia mereka 

bersetllju bahawa prestasi pembangunan pengetahuan adalah bidang yang sangat kurang 

keberkesanan. Salah satu Izasil tesis il1i adalalz penyelia adalah lebih terbllka terhadap 

prestasi pembangunan pelajar berbanding dengan aMi akademik yang lebih rnenerima 

prestasi pembangunan pengetahuan. l~jian Wilcoxon pal1gkat-bertanda menunjukkan bahawa 

tidak terdapat perbezaan yang signifikan di antara peni/aian kendiri aMi akademik dan 

penilaian penyelia mereka terhadap prestasi kerja secara keseluruhan, prestasi illovat~ldan 

prestasi penyesuaian akademik.lni bermakna penilaian kedudukan aMi akadernik dan 

penyelia mereka adalah /ebilz terturnpu kepada prestasi keseluruhan pekerjaan, aCB. 

prestasi inovatif dan prestasi adapt(f Walau bagaimanapun, terdapat perbezaan yang 

sigl1(fikan di antara penilaian kendiri ahli akademik dan penilaian penarafal1 penyelia 

terhadap allli akademik berkellaan prestasi pernbangllnan pelajar dan prestasi pembangllnan 

pengetahuan. Surnbangan kepada teori, implikasi bagi pengurusan. batasan kajian dan 

cadangan ka/ian lanjutan hasil dari kajian dUelaskan daJam penulisan tesis ini. 
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