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Abstract:This study conduct ed to asses quality of life and its impact to organizational commitment among women’s lecturer at Bina Darma university Palembang.  Within 54 percent responsed rate and gathering sampling to 27 women’s lecturer at BDU, the descriptive statistics shows that quality of life at women’s lecturer of Bina darma University considered moderate. This means that there is room from continous improvement especially on facilities and services provided for women’s lecturer. Moreover, organizational commitment at women’s lecture at Bina Darma University consider high. The inferential statistics showed support for hypothesis that there is a positive relationship  between quality of life and organizational commitment indicating that there high quality of life in women’s lecturer resulting in high organizational commitment.
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Abstrak: Penelitian ini bertujuan untuk mendeskripsikan hubungan dan pengaruh kualitas hidup dosen wanita di Universitas Bina Darma Terhadap Komitmen Organisasi yang dimilikinya. Dengan menggunakan teknik random sampling data diolah dengan menggunakan analisis deskriptif dan inferensial. Hasil analisis deskriptif menunjukkan tingkat kulitas hidup dosen wanita Universitas Bina Darma adalah cukup sedang. Hal ini member arti bahwa ada beberapa hal yang harus diperhatikan dan ditingkatkan khususnya pada indikator fasilitas dan layanan yang disediakan UBD untuk dosen wanitanya. Sedangkan komitmen organisasi yang ditunjukkan dosen wanita terhadap UBD cukup tinggi. Hal ini berarti bahwa dosen wanita cukup bangga terhadap tujuan, visi serta misi UBD. Hasil statistik inferensial yang ditunjukkan dengan analisis korelasi dan regresi sederhana juga mendukung hasil deskriptif dimana terdapat hubungan positif dan pengaruh antara kualitas hidup terhadap komitmen organisasi. 
Kata kunci: kualitas hidup, komitmen organisasi
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A. Introduction

Definitely, university very depending on the academic staff and lecturer. As their duties to achieve education provisions of a high standard and it is include direct teaching, tutorial guidance to students' learning, research and other forms of scholarly activity, curriculum development, educational management and administration, participation in the democratic processes of the institution (committee membership, etc) participation in quality assurance procedures, recruitment and admission of students, staff appraisal, income generating activities, and representing the institution on or to appropriate external bodies, it will need a high quality of life and organizational commitment.

However, workloads of  lecturer can disturbing lecturer’s performance, duties and responsibility. Collins and Parry-jones (2000) conducted a survey to assessed stress level at social work lecturers in Britain. Their finding described that most of the lecturer have very higly workload. And it also been found that a significant portion of social work lecturers were suffering from borderline levels of anxiety and depression. Workload can be categorize as one form of motivation that can increase individual performance. But, negative effect as lecturer’s quality of life will be occur when greater workload pressure comes. 

The term of "commitment" has been variously and extensively defined, measured, and researched but it continues to draw criticism for the lack of precision and for concept redundancy (Morrow, 1983; Reichers, 1985).  Mowday, Porter & Steers (1982) showed the exchange (side-bets) approach of commitment as an outcome of inducement/contribution transactions between the organization and member. Their orientation consist of (a) identification with the goals and values of the organization, (b) high involvement in it work activities, and (c) a strong desire to maintain membership in the organization.  

There have been two major attempts to provide a theoretical framework of organizational commitment, in order to develop a more precise and comprehensive construct. The first of these was the multivariate predictive framework which proposed a model that consisted of two parts: the antecedents of commitments, and the outcomes of commitment (Steers, 1977). The most extend research on organizational commitment shows that study designs draw heavily on the multivariate predictive framework (Mottaz, 1988). These studies try to link different organizational variables (involvement in communication networks, interpersonal environment, burnout, pay, promotional opportunities, task characteristics, etc.) to organizational commitment. The second theoretical framework- the multiple commitment framework- proposed by Reichers (1985) suggests that organizational commitment can be accurately understood as a collection of multiple commitments to the various groups that comprise an organization. These multiple identifications with various groups, both inside and outside the organization, constitute multiple commitments. This reconceptualization was designed to integrate the individual's actual experience of commitment with the organizational aspects of the construct. The theoretical framework for this conception is based on an organizational theory that sees organizations as coalitional entities, and as reference groups.
The normative dimension of Organizational Commitment focuses on feelings of loyalty to a particular organization resulting from the internalization of normative pressures exerted on an individual (Hackett, Bycio & Hausdorf, 1994; Popper & Lipshitz, 1992). O’Reilly and Chapman (1986) suggest that internalization occurs when the induced values of the individual and the organization are in congruence. Allen and Meyer (1990) also stress that individuals exhibit committed behaviors because it is the right thing to do. Employees who are normatively committed feel they ought to remain with the organization (Meyer & Allen, 1991). 
Within the accumulated previous research findings on organizational commitment have linked this construct to various antecedents and outcomes. The previous study defines quality of life as favorable conditions and environments of work and life aspects such as growth and development, participation, physical environment, supervision, pay and benefits, social relevance and workplace integration. Better work experience may nurture lecturer’ commitment to their organizations or institution. Thus, it is assumed that there is a strong positive relationship between Quality of life and organizational commitment, meaning to say the higher the Quality of life the stronger will be the organizational commitment of lecturer to their institution.

The purpose of this study is to asses the impact of quality of life of women lecturer at Bina Darma University (BDU) to their organizational commitment. This study choose women’s lecturer as their object due to the higher women’s consistency in age and educational level than man does (Agung Harsiwi, 2004). From his research, Agung found out that the successful of women’s performance at education can broader their opportunity to choose their field of job. Recently, it is shown that women tend to choose lecturer or academic staff as their field of job. Within this phenomenon, this study try to find out the impact of quality of life to organizational commitment at women lecturer at Bina Darma University.

B.  Methodology 


The present study targeted the women’s lecturer of BDU. In order to make study more reliable. In order to make study more reliable the complete population of women’s lecturer of BDU was targeted. Primary data was gathered through questionnaire. Individual semi-structure and observations were also used to collect information the job routine in order to find out how the work pattern have been influenced by environmental factors.


Due to time constrain, a sampling procedure was used. We employ a arandom sampling from women’s lecturer population at BDU. From 50 questionaire that has been distributed, the response rate was 54 percent and obtain a final sample of 27 individuals. The data obatain was analysed using SPSS 15.00 The statistical methods include descriptive and regression. From regression and correlation analysis, all of the data is composed by statistics and are presented in the graph to support analysis.


The survey instrument consist of two part. In a part A of the questionnaire, survey respondent were asked to state their perception about each statement dimension for quality of life and organizational commitment on a five-point scale (1 represent “strongly disagree” to 5 represent “strongly agree”). Meanwhile, demographic and academic backgrounds of respondents were asked in part B of The questionnaire. In this area, the respondent were asked about their age, faculty/department, educational background, working experience national academic rank.

C. Result And Interpretation


This section examines result of the study. The analyses were obtained using both descriptive and inferential statistics. In descriptive statistics, we explore the data to understand the nature and characteristics of the data. In this area, data was analyzed using mean, median and standard deviation. The descriptive statistics shows the number of respondent according age of group, which almost 60% of respondent is in the age between 30-34 years. It can be assume that women academic staff at BDU categorize as productive respectively. All respondents (27) lecturing in 5 different faculty (Computer science, Economics, Communication and Teacher Training and Education. Out of 27 participants, 6 (22.2%) were from Economic faculty, 15 (55.6) from computer Science, 2 (7.4) from Teacher Training and Education and 2 (7.4) from Communication Faculty. As the target population was women’s lecturer so they had the same experiencelevel and most of them married. 
Table 2
Respondent Profiles

	Variable
	F
	%

	Age groups:

Below 35 years
	18
	72.0

	Faculty :

Computer Science
	15
	22.2

	Experience:
Between 6-10 years
	13
	48.1

	Status

Full time lecturer
	14
	51.9

	Educational Background:

S2
	25
	92.6

	National Academic Rank

Lektor
	14
	51.9


Source: data processed by researcher



From the Table 2 above, it also shows that vast majority of the respondents departments is Computer Science.  And most of the respondent having 6 until 10 years lecture’s experience in BDU This finding indicates that turn over level at BDU consider low. Because of the respondent have responsibility to have office hour form 8.00am to 4.00pm, it obviously  determine that most of respondent categorize as full time lecturer. From the respondent’s profiles, education level and national academics rank played an important role in the background of the respondent. In this level, almost 95 per cent have midlle education qualification and half of them has Lektor at national academic rank.  
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Base on table 3 above, women lecturer at BDU experienced moderate level of quality of life. According to the results, management has to enhance facilities and services provided for women lecturer due to lowest mean from this indicator. From the questionnaire, respondent does not serve enough as an appropriate number of committees in BDU. Besides, the existence of Promotion opportunities has the higher mean. A possible explanation is that women lecturer at BDU has satisfied enough to the promotion process at BDU. In this area, respondent really satisfied with the mentoring time, performance evaluation, compensation, tenure procedure and decisions.
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Table 4 above, shows summary descriptive statistics of organizational commitment of women lecturer at BDU. The results indicated that organizational commitment of women lecturer at BDU consider high. Furthermore, it is of interest to note that almost respondents have strong desire to maintain membership in organization, care about the fate of organization and also most of them willing to put in great deal of effort beyond what is normally expected in order for the organization to be succesful. Even the mean of this indicator consider high, on point that must to take from the questionnaire result that some of the respondents hard to follow the organization’s policies. However, from the result it is reported that women lecturer of BDU felt proud to tell other people they are part of this organization.


On the other hand, inferential statistic has been used to infer relevant information with regard to population. For inferential statistics, several parametric tests were employed such T-test and ANOVA since data used were interval in nature and did not violate normality assumption. The analysis is carried using SPSS software by linear regression and correlation analysis. From the correlation analysis, the correlation coefficient r, is 0,345 which indicates there is moderate linear relationship between organizational commitment as dependent variables and  quality of life  as an independent variable to significant level of 0.01. A positive coefficient value represented a gradient which is increase from left to right. It is showed that organizational commitment is increase when quality of life increase.


For regression model for the organizational commitment and quality of life, R2 = 0,112 and the output report R2 x 100% = 11,9%, implying that the regression model only accounts for 11,9% of the observed variability in organizational commitment. 

Least square prediction equation:

Organizational Commitment = 2,2722 + 0,256 Quality Of Life

The SPSS output shows that the least square point estimates of the model parameter are b0 = 2,2722 and b1 = 0,256. On the other hand, the t-value for t1 = 1,762 has a p-value 0,002, which indicates that the regressor organizational commitment contributes significantly to the model. The result of t-test showed that the t-test, 1,762 which greater than 0,002. Therefore it succeeded to accept the null hypothesis that there is relationship between quality of life and organizational commitment.   


From this study, relations were found to exist between quality of live and organizational commitment. In other words, quality of life of women lecturer at BDU can impact adversely on organizational commitment. This finding consistent  with the study done by  Normala Daud research (2010). Quality of life tend to give positive response to the organizational commitment.

E. Conclusion

From the result of this study, there are some conclusions will be discussed. These conclusions and discussion are presented following the order of research questions.  The findings provided some insights in efforts to improve the quality of life and organizational commitment among women lecturer at BDU. 

Overall, the quality of life of women lecturer at BDU consider moderate. This means that there is room from continous improvement. Findings on this study indicates that women lecturer have lack satisfaction in facilities and services provided for them. Therefore, the management and staff of the university must put more effort and commitment in the area facilities and services provided to the lecturer. In fact, from the questionaire they does not serve enough as an appropriate number of committees in BDU. Suprisingly, the respondents satisfied with the existence of promotion opportunities in BDU. In another word, it can conclude that women lecturer at BDU has satisfied enough to the promotion process at BDU which cover the mentoring time, performance evaluation, compensation, tenure procedure and decisions.

This study also noticed that 
the organizational commitment among women lecturer of BDU also consider high. It can conclude from this part that felt proud to tell other people they are part of this organization. It is indicate that women lecturer have strong desire to maintain membership in organization, care about the fate of organization, willing to make a big effort to enhance organization performance. 

Finally, there was a moderate relationship between quality of life and organizational commitment. From the findings it is indicates that higher quality of life of women lecturer at BDU also had higher organizational commitment in moderate level. From the regression model, it is implies that the regression model only accounts for 11,9% of the observed variability in organizational commitment The nature of this relationship, however varied for the quality of life factors and composite, and for the commitment composites and factors.
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