Faculty of Cognitive Sciences and Human Development

RELATIONSHIP BETWEEN ORGANIZATIONAL COMMITMENT, JOB
SATISFACTION AND ATTITUDE TOWARDS ORGANIZATIONAL
CHANGE: A STUDY IN PUBLIC SECTOR.

Noorain Bt Mahli

Bachelor of Science with Honours
(Human Resource Development)

2019



RELATIONSHIP BETWEEN ORGANIZATIONAL COMMITMENT, JOB
SATISFACTION AND ATTITUDE TOWARDS ORGANIZATIONAL CHANGE: A
STUDY IN PUBLIC SECTOR

NOORAIN BT MAHLI

This project is submitted
in partial fulfilment of the requirement for a
Bachelor of Science with Honours

(Human Resource Development)

Faculty of Cognitive Sciences and Human Development
UNIVERSITI MALAYSIA SARAWAK
(2019)



UNIVERSITI MALAYSIA SAWARAK

Grade: _A;____
Please tick ()
Final Year Project Report
Masters I:]
PhD E:]

DECLARATION OF ORIGINAL WORK

204
This declaration is made on the ....7.. 7 0. day ofJuMeM

Student’s Declaration:

I AOORAIN BT MAHL

(PLEASE INDICATE S UD 'S NAME, MATRIC NO AND FACULTY) hereb y declare that the

‘el o eh oraawsation m\ AeM 3&3
work entitled, ~ “L "’ﬁtﬁjﬁ s hiqr 3, 021'? g—.Q-- ---.t". ...... 3 b _Sapivadq W?n
work. I have not copied from any other students work or from any er sour s except where ue

reference or acknowledgement is made explicitly in the text, nor has any part been written for me by
another person.

s¢ [6f2014 f06RA N BT mBHKN ($6999)
Date submitted Name of the student (Matric No.)

Supervisor’s Declaration:

AAD P ran Bane R
! . (SUPERVISOR'S NAME) hereby certifies that the

work entitled, (TITLE) was prepared by the
above named student, and was submitted to the “FACULTY” as a * partial/full fulfillment for the
conferment of (PLEASE INDICATE THE

DEGREE), and the aforementioned work, to the best of my knowledge, is the said student’s work

: - Date: 36/06//7

(Name of the supervisor)

Received for examination by:




I declare this Project/Thesis is classified as (Please tick (¥)):

[(JCONFIDENTIAL (Contains confidential information under the Official Secret Act 1972)*
[ JRESTRICTED (Contains restricted information as specified by the organisation where
research was done)*

fAOPEN ACCESS

Validation of Project/Thesis

I therefore duly affirmed with free consent and willingness declared that this said Project/Thesis
shall be placed officially in the Centre for Academic Information Services with the abide interest and
rights as follows:

e This Project/Thesis is the sole legal property of Universiti Malaysia Sarawak (UNIMAS).

e The Centre for Academic Information Services has the lawful right to make copies for the
purpose of academic and research only and not for other purpose.

e The Centre for Academic Information Services has the lawful right to digitise the content
to for the Local Content Database.

e The Centre for Academic Information Services has the lawful right to make copies of the
Project/Thesis for academic exchange between Higher Learning Institute.

e No dispute or any claim shall arise from the student itself neither third party on this
Project/Thesis once it becomes sole property of UNIMAS.

e This Project/Thesis or any material, data and information related to it shall not be
distributed, published or disclosed to any party by the student except with UNIMAS
permission.

Student’s signaturg 6 Supervisor’s signature:

(Date) (Date)

Current Address:
(40R LR G FOOCHOW NO. (L , 93200 LUCH (MG ; SARAWAK .

Notes: * If the Project/Thesis is CONFIDENTIAL or RESTRICTED, please attach together as
annexure a letter from the organisation with the period and reasons of confidentiality and restriction.

[The instrument was duly prepared by The Centre for Academic Information Services]




The project entitled ‘Relationship between organizational commitment, job satisfaction and
attitude towards organizational change: a study in public sector’ was prepared by Noorain bt
Mahli and submitted to the Faculty of Cognitive Sciences and Human Development in partial
fulfilment of the requirement for a Bachelor of Science with Honours (Human Resource

Development)

Received for examination by

-

M

(ASSOCIATE PROFESSOR DR. ABD HALIM BIN BUSARI)

Tarikh:

GRED:

A,,




ACKNOWLEDGEMENTS

I would like to take this opportunity to convey my appreciation to those who have
contributed their times and ideas for me to make this study success.

I would like to express my profound gratitude to Associate Professor Dr. Abd Halim
bin Busari, who had spent his valuable time and incomparable effort in guiding me from the
very start until I am able to complete this study.

I also would like to thank the faculty for allowing me to conduct the research among
the students in this faculty. Moreover, I would like to append my gratitude to other lecturers
and my course mate for their help and word of encouragement.

I would like to thank and extend my appreciation to my parents, Mahli bin Majid and
Suryawati bt Oden for their moral and financial support, prayer and undivided love as well as
to all the people who are involved directly and indirectly in helping me to compiete this study.

1 also would like to thank my friends particularly, Nursyamil Haziq bin Ahmad, Amirah
Batrisya, Nurul Syahirah, Wong Sing Hui and Chin Woei Chien for their friendship and

emotional support through all these last years.



TABLE OF CONTENT

LIST OF TABLES vii - viii
LIST OF FIGURES ix

ABSTRACT X -xi
ABSTRAK xii - xiii

CHAPTER ONE - INTRODUCTION

1O INtroduction. .......ouiiii it 1
1.1 Background of Study ........cccooiiiiiiii e 2-3
1.2 Problem Statement .............ooieiiiiiii e 3
1.3 Research ObJeCtiVE ......ouiiuiieiiiiiiiiie et e aeens 34
1.4 Research Hypothesis ............oooiiiiiiiiiiiiiiii e 5-6
1.5 Conceptual Framework ............cvoiiiiiiiiiiiiiiii s 6
1.6 Definitions of Term .......ocoiniiiiiiiiiii e 7
1.6.1 Organizational Commitment ...............ccocooiiiiiiiiiiiiiennn.. 7
1.6.2 Affective Commitment ...........ccoviiiiiiiiiiiiiiiiiiiiiiiiinaen, 8
1.63 Continuance Commitment ..............ooooiiiiiiiiiieiiiiiiiieaannn. 8
1.6.4 Normative Commitment ..........c.ooooiiiiiiiiiiiiiiiiiiiiiiiinienn. 9
1.6.5 JOb Satisfaction .........ooiiiiiiiiiiiiiiiiii i 9
1.6.6 ComPenSation .........cociiniiiiiiiii i 10
1.6.7 Advancement ..........ooiiiiiiiiiiiii s 10
1.6.8 SUPETVISION ....coiuinininiitiiiiii et ee e 10-11
1.6.9 CO-WOTKET ... e 11
1.6.10 S CUIIEY . eneninie ettt 11
1.6.11 ReCOZNItION ....ouvntiniiiiiii it e e e ree e 12
1.6.12 Organizational Change ..ot 12
1.7 Significant of the Study ....... ..o 13
1.7.1 Contribution to the Body of Knowledge ................c.c.c..e. 13
1.7.2 Contribution to Human Resource Practitioners ..................... 13
1.8 Limitation of Study .......cooiiiiiiiiiiiiii e 14
1L SUMMATY ...ttt eer e e 14

CHAPTER TWO - LITERATURE REVIEW

2.0 INrOdUCHION ....ouuiniininiit ittt e e et et eaeeeeeerareeneaeaarnennns 15

2.1 COMCePL .. et e e eeeas 15
2.1.1 The Concept of Commitment .............cocvuiniiiiiiiinininininnnnn 15
2.1.2 The Concept of Organizational Commitment ...................... 15-17
2.13 The Concept of Job Satisfaction ...............c.cooeeiiiininnn. 17-18
2.14 The Concept of Attitude ........ccooviiiiiiiiiiiiiiiiiii e, 18
2.1.5 The Concept of Organizational Change .............................. 18
2.1.6 The Concept of Attitude toward Organizational Change ......... 19-20

22 TheoryandModel ....... ..., 20
221 Organizational Commitment Theory ............................ ... 20



23

e Allen & Meyer (1990) Theory .............cooiiiiiiiii.. 20

222 Job Satisfaction Theory ...........ccoiiiiiiiiiiiiiiiiiiiiiiiiiiena, 21

e Maslow’s Hierarchy of Needs ............................. 21

e Herzberg’s Two-factor Theory ..............c.oocoiiiiiiie 21
Past RESEATCRES .....couiineitiniin i et et 21
2.3.1 Job atisfaction and organizational commitment .................... 21-22
232 Job satisfaction and attitudes towards organizational change....... 23
233 Organizational commitment and attitudes towards 23-24

organizational change......................o.

CHAPTER THREE - RESEARCH METHODOLOGY

3.0 INtroQUCHION .. .ouiit ittt ettt 25
3.1 Research Design ..........ooiniiiiiiiii i, 25
3.2 Population, sample and sampling procedures ...............cooeiiiiiiii. 25
3.2.1 Population ........c.ooiiiiiiiii i 25
322 Sample and sampling procedures ...............ooiiiiiiiiiiininnn 26
3.3 INSIUMENt ..ottt e 26
3.3.1 Section A : Demographic Profile ....................... 26
3.3.2 Section B : Dimension of Organizational Commitment ........... 26-27
333 Section C: Dimension of Job Satisfaction ........................... 27
334 Section D : Attitudes towards Organizational Change ............ 28
34 Pilot StuAY ....ooiiiiii it 28-29
3.5 NOMMAHLY TESt .....ciuiniieiniiiitiiiieiiiiet ittt earateatanraeeraeaaaeaanns 29
3.6 Ethics of the Study .....cooiiimiiiuiiiiiiiiiiii e, 29
3.7 Data colleCtion PrOCESS ........cueereinmieiniiii i cenaes 29
3.8 Data analysis procedure .............cocoeeieiiiiiiiiiiiiiiiiii e 29
3.8.1 Descriptive StatistiCs ...........cooiiiiiiiiiiiiiiiiii e, 30
3.8.2 Inferential StatistiCs .......ocvveiiiiiinii i 30-31
3.9 COoNCIUSION ....ouiitinnit ettt ettt e et 31
CHAPTER FOUR - FINDINGS
4.0 INrOAUCHION ..ovveniiiiii it iii e eeeeeeeeaeeeaeeaiasaneeaneranenneennesnnanes 32
4.1 Research DS .....ueuiiniiii it ee et e e e e e e 32
4.2 Population & SamPle .........oeiiiiiiiiiiiiiiii e 32
4.3 Data Collection Procedure ..........ccoeiiiiiiiiiiiiiiiiiiiiiiieieianeaeaananes 33
4.4 Reliability Test ......coviuiiiiniiiii it e e na s e eeenearaneanene 33-34
4.5 Demographic Profile of Respondent ...............ccooveieiiiiiiiiiiiiiiiinecnn, 3441
45.1 Gender ... e 35
452 A i e e eeie e eee e e aaeeaaas 36
453 EthniCity ..o 37
454 Marital Status .......oieieiiiiii i e 38
455 Academic Qualification .......... ... 39
45.6 Length of Service ........ccovvviiiiiiiiiiiiiiiiiiiiiii i, 40-41
4.6 Hypothesis Test ........c.ouvriininiiiiiiii e 43-58
46.1 Normality Test ..ottt e, 43-47
4.6.2 Pearson Correlation Coefficient Test ......coovviiiiiiiiiiinnnninnn. 48-58
4.6 Chapter SUMMATY .......ceiniimiiiii it e e eneaeee 58



CHAPTER FIVE : DISCUSSION

5.0 INTOAUCHON . .nvoneiniineiniene et eeeae e e et e taa e e traneae e reannenas 59
5.1 Discussion on Main FIndings .........ccocoiiiiiiiiiiiiiiiiiii 59-68
5.2 Summary of Main Finding Research Hypothesis ........................ 68-71
5.3 Comparing Literature to Finding of the present study .............................. 71-75
5.4 CONCIUSION «.uevinninnieietieteiaaiereeeaeeeencacaataaeratraeensaaesneneesrarensenreens 75-78
5.5 Implication of the study ...........coooiiiiiiiiii 79-81
5.6 Limitation of the Study ......cooiieiiiiiiiiiiiii 81-82
5.7 Recommendation ........ccc.icuiierrentiiiniiiiiniisisteierasianeaseaneaneansanaesennn 82
5.7.1 Recommendation to Organization ............cceeiveiieiiiiinnna... 82
5.7.2 Recommendation to Future Researcher .............................. 83-84
5.8 Chapter SUIMMATY ........couiniiiiniiiiii ittt 84
BIBLIOGRAPHY
APPENDIX A
APPENDIX B

vi



LIST OF TABLES

Table 2.1.2 : Type and explaination of Organizational Commitment............cccccocrecnnnnincnns 16
Table 2.2.3 : Types and explanations of job satisfaction....................co. 17
Table 2.2.4 : Types and explanations of attitude towards organizational change............... 19
Table 3.3.2: Five-point Likert Scale measurement for dimension of organizational
FTe 1171110011 1| SO OO 27
Table 3.3.3: Five-point Likert Scale measurement dimension of job satisfaction................ 27
Table 3.3.4: Five-point Likert Scale measurement of the attitudes toward organizational
ChaANEGE. ...oeieiiii 28
Table 3.8.2 : Guildford’s Rule of Thumb........ .. ... 31
Table 4.4 Reliability Test Analysis........ocociiiiiiiiiiiiiiiiiiiee 33-34
Table 4.5 : Demographic profile of respondent ............ ... 41-42
Table 4.6 Rule of Thumb for Interpreting the Size of a Correlation Coefficient............... 43
Table 4.6.1.1 Tests of Normality of Organizational Commitment ... 44
Table 4.6.1.2 Tests of Normality of Job Satisfaction ..o, 45
Table 4.6.1.3 Tests of Normality of Attitude towards Organizational Change ................... 46
Table 4.6.2.1.1 Descriptive statistic between organizational commitment and job
TV Iy 1Yo 110 | DRSSPSR P 48
Table 4.6.2.1.2 Correlation between organizational commitment and job satisfaction ......... 48
Table 4.6.2.2.1 Descriptive statistic between organizational commitment and job
SALISTACHION. ... veininiter ettt eee e e e eere e eneu et taeaearataetassraeaesanasasasneranaaaeanns 49
Table 4.6.2.2.2 Correlation between organizational commitment and job satisfaction ......... 49
Table 4.6.2.3.1 Descriptive statistic between affective commitment and attitude towards
Organizational ChanEe. .............coouuimiiniiii e 50
Table 4.6.2.3.2 Correlation between affective commitment and attitude towards organizational
ChANGE . ..oeeie it e 50
Table 4.6.2.4.1 Descriptive statistic between continuance commitment and attitude towards
organizational Change............c...ccoviiiiiiiiiii it 51
Table 4.6.24.2 Correlation between continuance commitment and attitude towards
organizational Change. .............oeveiiiiiiiiiiiiii i 51
Table 4.6.2.5.1 Descriptive statistic between normative commitment and attitude towards
organizational Change..............cooveiiiiiiiiiiiiiiii e 52
Table 4.6.2.5.2 Correlation between normative commitment and attitude towards
organizational change............ .. ... 52
Table 4.6.2.6.1 Descriptive statistic between compensation and attitude towards organizational
CRANGE. ... e 33
Table 4.6.2.6.2 Correlation between organizational commitment and job satisfaction......... 53
Table 4.6.2.7.1 Descriptive statistic between advancement and attitude towards organizational
ChANEE. ... e 54
Table 4.6.2.7.2 Correlation between advancement and attitude towards organizational
CRAN . .. et et 54

vii



Table 4.6.2.8.1 Descriptive statistic between supervision and attitude towards organizational

AN, .. e 55
Table 4.6.2.8.2 Correlation between supervision and attitude towards organizational
change. ... . ..o e 55
Table 4.6.2.9.1 Descriptive statistic between co-worker and attitude towards organizational
ChaANEE ... e 56
Table 4.6.2.9.2 Correlation between co-worker and attitude towards organizational
CRaAN . ..o e 56
Table 4.2.10.1 Descriptive statistic between security and attitude towards organizational
CRANGE. ... .o e e 57

Table 4.2.10.2 Correlation between security and attitude towards organizational change......57
Table 4.6.2.11.1 Descriptive statistic between recognition and attitude towards organizational

ChaAMEE ... et 58
Table 4.6.2.11.2 Correlation between recognition and attitude towards organizational
CRANEE. .. et ettt et e et e e anae 58
Table 5.2 Summary of Main Finding Research Hypothesis .....................o.o 68-71
Table 5.3 Comparing Literature to Findings of the Present Study ....................... ... 71-75

viii



LIST OF FIGURES

Figure 1.5 : Conceptual Framework of theresearch ..................... 6
Figure 4.5.1 Bar graph basedon gender ..............c.oooiiiiiiiiiiiiiiiiii e 35
Figure 4.5.2 Bar graph based 0n age ..............oooooiiiiiiiiiiii 36
Figure 4.5.3 Bar graph based on ethnicity ... 37
Figure 4.5.4 Bar graph based on marital status .....................oo 38
Figure 4.5.5 Bar graph based on academic qualification ...........................o 39
Figure 4.5.6 Bar graph based on length of service ...............cooiiiiiiiiiiii . 40
Figure 4.6.1.1 Histogram of Organization Commitment ...........................o 44
Figure 4.6.1.2 Normal Q-Q Plot of Organizational Commitment.............................. 44
Figure 4.6.1.3 Histogram of Job Satisfaction .................ooooiii 45
Figure 4.6.1.4 Normal Q-Q Plot of Job Satisfaction ...................coooiiil, 46
Figure 4.6.1.5 Histogram of Attitude towards Organizational Change ........................... 47
Figure 4.6.1.6 Normal Q-Q Plot of Attitude towards Organizational Change ................... 47



ABSTRACT

The purpose of this study is to examine the relationship between organizational commitment, job
satisfaction and attitude toward organizational change in public sector. The independent variable of this
study is organizational commitment with 3 dimensions will be discussed namely affective commitment,
continuance commitment and normative commitment, and job satisfaction with 6 dimensions namely
compensation, advancement, supervision, co-worker, security and recognition while the dependent
variable is attitude towards organizational change. This study has been carried out by using quantitative
approach and cross-sectional research design. There were 77 respondents participated in the study. The
non-probability sampling such as convenience sampling used to choose the respondents. The
questionnaire consists of four section namely section A,B,C and D. Section A comprises the
demographic characteristic of respondents, which comprises of gender, age, ethnicity, marital status,
academic qualification and length of service. Section B consist of questions on dimension of
organizational commitment namely affective commitment, continuance commitment and normative
commitment. This part consists of 12 question which cater for organizational commitment dimensions
and adapted from Behaviour in Organisation Ninth Edition by Greenberg (2008). Section C consist of
questions on dimension of job satisfaction namely compensation, advancement, supervision, co-worker
,security and recognition. This part consists of 30 question which cater for job satisfaction dimensions
and adapted from the questionnaire of the previous researcher Weiss, Davis, England, and Lofquit
(1967). Section D consist of questions on attitudes toward organizational change namely cognitive
attitude, affective attitude, and behavioral attitude. This part consists of 18 question which cater for on
the attitudes toward organizational change and adapted from the questionnaire of the previous researcher
Dunham et al (1989). The data have been distributed to respondent and collected one-by-one to avoid
miss out. Besides, the data were analyze using Statistical Package for Social Sciences (SPSS) version

23.0. It is used to analyze the descriptive statistic and inferential statistic that have been collected from



the respondents. Inferential statistics involved Pearson analysis. Result indicated that there is a
relationship in certain dimension of organizational commitment, job satisfaction and attitude towards
organization. Discussion of the research findings and recommendation for organization and future

research were presented.

Keywords: Organizational commitment, job satisfaction and attitude towards organizational change
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ABSTRAK

Kajian ini bertujuan untuk mengkaji tentang hubungan antara komitmen organisasi, kepuasan kerja dan
sikap terhadap perubahan organisasi dalam sektor awam. Pembolehubah tidak bersandar kajian ini
adalah komitmen organisasi dengan 3 dimensi akan dibincangkan iaitu komitmen afektif, komitmen
berterusan dan komitmen normatif, dan kepuasan kerja dengan 6 dimensi yaitu kompensasi, kemajuan,
pengawasan, rakan sekerja, keselamatan dan pengiktirafan manakala pembolehubah bersandar adalah
sikap terhadap perubahan organisasi. Kajian ini telah dijalankan dengan menggunakan pendekatan
kuantitatif dan kajian rentas keratan digunakan untuk merancang kajian. Terdapat 77 responden yang
telah terlibat dalam menjalankan kajian ini. Persampelan bukan kebarangkalian seperti persampelan
kemudahan telah digunakan untuk memilih responden. Soal selidik terdiri daripada empat bahagian iaitu
bahagian A, B, C dan D. Bahagian A terdiri daripada ciri demografi responden, yang terdiri daripada
jantina, umur, etnik, status perkahwinan, kelayakan akademik dan tempoh perkhidmatan. Bahagian B
terdiri daripada soalan mengenai dimensi komitmen organisasi iaitu komitmen afektif, komitmen
berterusan dan komitmen normatif. Bahagian ini terdiri daripada 12 soalan yang merangkumi dimensi
komitmen organisasi yang diadaptasi daripada Behaviour in Organisation Ninth Edition by Greenberg
22008). Bahagian C terdiri daripada soalan mengenai dimensi kepuasan kerja iaitu pampasan, kemajuan,
penyeliaan, rakan sekerja, keselamatan dan pengiktirafan. Bahagian ini terdiri daripada 30 soalan yang
merangkumi dimensi kepuasan kerja dan diadaptasi daripada soal selidik penyelidik sebelumnya iaitu
Weiss, Davis, England, dan Lofquit (1967). Bahagian D terdiri daripada soalan mengenai sikap terhadap
perubahan organisasi iaitu sikap kognitif, sikap afektif, dan sikap tingkah laku. Bahagian ini terdiri
daripada 18 soalan yang merangkumi sikap terhadap perubahan organisasi dan diadaptasi daripada soal
selidik penyelidik sebelumnya Dunham et al (1989). Data telah diedarkan kepada responden dan
dikumpulkan satu demi satu untuk mengelakkan daripada hilang. Selain itu, data tersebut dianalisis

dengan menggunakan versi Pakej Statistik untuk Sains Sosial (SPSS) versi 23.0. Ia digunakan untuk

Xii



menganalisis statistik deskriptif dan statistik inferens yang telah dikumpulkan daripada responden.
Statistik inferens melibatkan analisis Pearson. Keputusan menunjukkan terdapat hubungan dalam
dimensi tertentu komitmen organisasi, kepuasan kerja dan sikap terhadap organisasi. Perbincangan
penemuan dan cadangan penyelidikan untuk organisasi dan penyelidikan masa depan telah

dibentangkan.

Kata kunci: Komitmen organisasi, kepuasan kerja dan sikap terhadap perubahan organisasi
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CHAPTER ONE

INTRODUCTION

1.0 Introduction

This research is to determine the relationship between organizational commitment, job
satisfaction and attitude toward organizational change. Organizational commitment, job
satisfaction and attitude toward organizational change is related closely with each other.
According to Yousef (2016), he stated that job satisfaction has outcome on different aspect of
attitudes toward organizational change. However organizational commitment has a direct
effect on several aspect of attitudes toward organizational change. To conclude, organizational

commitment intervenes between job satisfaction and different dimensions of attitudes toward

organizational change.

This chapter consist of the background of the study, problem statement, research
objectives, research hypotheses, significance of study, definitions of terms and limitation of
study. This chapter is important because it explains this issue regarding the organizational

commitment, job satisfaction and attitude toward organizational change. This chapter will end

with a short summary.



1.1 Background of Study

Organizational commitment, job satisfaction, and attitudes toward organizational
change and the connection among these has been a topic for several past research along the
decades. This is because the topic is important for both employees and employers. Past research
has shown that the dimension of job satisfaction through certain dimension of organizational
commitment are affecting the certain dimension of attitude toward organizational change both

directly and indirectly (Yousef, 2016).

Affective commitment appeases the impact of satisfaction with working conditions,
pay, supervision, and security on both affective and behavioral proneness attitudes toward
change. Moreover , continuance commitment appeases the impact of satisfaction with
compensation on cognitive attitudes toward change. The results also indicated that cognitive
attitudes toward change expand with the expand in satisfaction with compensation, while
affective attitudes toward change expand with the expand in satisfaction with promotion
(Yousef, 2000a) which supported by (Gomes, 2009) which she stated that organizational
commitment apply an interventional effect in the correlation between distinguish effectiveness
of organizational change processes and job satisfaction. It was also stated that its directly

effecting on the attitudes toward organizational change.

According to Chih et al. (2012), organizational commitment mostly effecting on the
attitudes toward organizational change. This is supported by Nafei (2014), which he stated that
organizational commitment is the crucial determinant of attitudes toward organizational
change. Moreover, Vakola and Nikolaou (2005) stated that the outcome disapproves the role
of organizational commitment as an intermediator in the connection between occupational

stress and attitudes to change.



Previous research has shown that it has been conducted in cultural settings which is in
the Eastern and Western country where it is different with the cultural setting in Malaysia. The
past research can be proof by the research on to recognize the outcome of job satisfaction on
organizational commitment for managers in large-scale hotels in the Aegean region of Turkey.
(Gunlu, Aksarayli, and Pergin, 2010), a research by Azeem (2010) which exploring about the
connection between job satisfaction factors with organizational commitment in the Sultanate
of Oman and a study on the relationship between job satisfaction and organizational
commitment in terms of academic and supportive staff at Wolaita Sodo University, Ethiopia.

(Gebremichael and Rao, 2013)
1.2 Problem Statement

A thorough study on this relationship reveals that there is a confusion between the
relation of job satisfaction and organizational commitment of employees. Some researcher
claims that job satisfaction effects on employees normative and affective commitment but no
significant relation with the continuance commitment (Gunlu, Aksarayli and Percin, 2010) but
some of other researcher stated that there is a low but significant relation between job
satisfaction and continuance commitment (Aydogdu and Asikgil,2011). The relation however
may affect by what factor of job satisfaction that has been using to measure the organizational

commitment in their respective research .
1.3  Research Objectives
13.1 General Objective
To identify the relationship between organizational commitment , job satisfaction and

attitude towards organizational change.



1.3.2 Specific Objectives

1.

10.

To identify the relationship between organizational commitment and job

satisfaction.

To identify the relationship between affective commitment and attitude
towards organizational change.
To identify the relationship between continuance commitment and attitude
towards organizational change.
To identify the relationship between normative commitment and attitude

towards organizational change.

To identify the relationship between compensation and attitude towards
organizational change.
To identify the relationship between advancement and attitude towards
organizational change.
To identify the relationship between supervision and attitude towards
organizational change.
To identify the relationship between coworker and attitude towards
organizational change.
To identify the relationship between security and attitude towards
organizational change.
To identify the relationship between recognition and attitude towards

organizational change.
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Research Hypothesis

This study will test the following hypothesis:

Hal:

Ha2:

Ha3 :

Ha4:

HaS:

H.6:

Ha7:

H.8:

HJ9:

Hal10:

There is a relationship between organizational commitment , job satisfaction and
attitude towards organizational change.
There is a relationship between organizational commitment and job satisfaction.

There is a relationship between affective commitment and attitude towards

organizational change.

There is a relationship between continuance commitment and attitude towards

organizational change.

There is a relationship between normative commitment and attitude towards

organizational change.

There is a relationship between compensation and attitude towards organizational

change.

There is a relationship between advancement and attitude towards organizational

change.

There is a relationship between supervision and attitude towards organizational

change.

There is a relationship between co-worker and attitude towards organizational

change.

There is a relationship between security and attitude towards organizational change.




Hall: There is a relationship between recognition and attitude towards organizational

change.
1.5 Conceptual Framework

Independent variables can influence dependent variables either positively or negatively.
The aim of this study is to determine the relationship between organizational commitment, job
satisfaction and attitude towards organizational change. The independent variables are
organizational commitment encompassing three dimension and job satisfaction encompassing
six dimensions. While the dependent variable is the attitude towards organizational change of
the employee encompassing three dimensions . This conceptual framework is important for

researchers as a guide during the study.

Figure 1.5 : Conceptual Framework of the research

INDEPENDENT VARIABLE DEPENDENT VARIABLE
ORGANISATIONAL COMMITMENT
* Affective Commitment
* Continuance Cominitinent
» Nomnnative Comnitient
ATTITUDE TOWARDS
Meyer, Allen, dan Smith (1993) ORGANISATIONAL CHANGE
*  Cognitive Attitude
*  Affective Attitude
JOB SATISFACTION *  Behavioral Attitude
« Compensation Dunham et al.’s (1989)
* Advancement
* Supervision
» Coworker
* Security
* Recognition
Minnesota Satisfaction
Questionnaire (MSQ)




1.6 Definitions of Terms

The term that will be defined are organizational commitment encompassing three
dimension which is affective commitment, continuance commitment and normative
commitment. The term for job satisfaction encompassing six dimensions which is
compensation, advancement, supervision, co-worker, security and recognition will be defined.
The term for attitude towards organizational change of the employee encompassing three

dimension which is cognitive attitude, affective attitude and behavioral attitude.

1.6.1 Organizational Commitment

Conceptual Definition

Commitment refers to employees who have the power to act effectively at the exact
time, place and condition. So, overall commitment is a must to achieve an effective action.
Organizational commitment refers to the beginning of employees towards the organization
and the goal and the desire to remain loyal to the organization (Ab.Aziz, 2003).
Organizational commitment also determines as a psychological state that shows the nature
of the relationship between workers and organizations and has an influence on the desire
to live in the organization Allen & Mayer (1991). Organizational commitment has a great
effect on the organization and helps employees to control their work. Therefore, some of
them can assist employees to give them full effort to remain in the organization thus

satisfying and improving their productivity.

Operational Definition

In this research ,organizational commitment is the commitment of the employees that

arose from organizations concern towards their career development. The employees are



whether these three dimensions of commitment namely affective commitment,

continuance commitment and normative commitment .

1.6.2 Affective Commitment

Conceptual Definition

According to Meyer and Allen (1991) , affective commitment refers to an emotional
attachment to the organization, in the sense that employees with strong affective

commitment remain with the organization because they want to do so.

Operational Definition

In this research the employee is having a strong emotional attachment with the

organization which make them willingly to remain in the organization.

1.6.3 Continuance Commitment

Conceptual Definition

According to Meyer and Allen (1991) , ‘continuance commitment is defined as the
employee’s realization in the cost related with leaving the organization. Therefore,
employees with higher continuance commitment will stay with the organization because
they had to do so due to lack of alternative or it require a lot of personal sacrifice if their

leaving the organization.

Operational Definition

In this research the employee must remain working with the organization due to leaving
the organization require a bigger cost and the possibility of getting the same benefit is

lower in another organization.



