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ABSTRACT 

Despite many research has been conducted on the determinants of job satisfaction, little 

research has particularly focused mindfulness ' s role in the workplace; the significance of 

financial rewards in organizational psychology and its causal relationship with organizational 

commitment. To fill in the research gap, this study aims to determine the relationship 

between individual (mindfulness), job (financial rewards) and organizational (organizational 

commitment) characteristics towards job satisfaction amongst bank employees. With the 

quantitative survey approach, 160 questionnaire were distributed to employees in four banks 

in Kuching, \\lith a return rate of 84.38% and the total usable questionnaires of 107. The data 

collected was analyzed using the Statistical Package for the Social Sciences (SPSS) version 

20. Spearman Correlation analysis showed that the positive strong and significant relationship 

between mindfulness [rho(l07) = .74, P < .01], financial rewards [rho(107) = .84, p < .01] 

and organizational commitment [rho(107) = .84, p < .01] towards job satisfaction. Moreover, 

the Multiple Regression analysis portrayed that 79% of the variance in job satisfaction can be 

explained by the independent variables. It was discovered that the most dominant factor to 

predict job satisfaction is organizational commitment [Beta = .40, P < 0.01], followed by 

financial rewards [Beta = .34, P < 0.01] and mindfulness [Beta = .22, P < 0.01] . Therefore, it 

is recommended to implement human resource policies and practices that incorporate the 

element of affective commitment, fair performance-based rewards system and mindfulness 

activities in the banking industry. 

Keywords:job satisfaction, mindfulness, financial rewards, organizational commitment 
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ABSTRAK 


Walaupun banyak penyelidikan telah dijalankan ke atas penentu kepuasan kerja, 

penyelidikan terdahulu kurang menumpukan peranan kesedaran minda di tempat kerja; 

kepentingan ganjaran kewangan dalam psikologi organisasi dan hubungan kausal dengan 

komitmen organisasi. Untuk mengisi jurang kajian, kajian ini bertujuan untuk menentukan 

hubungan an tara individu (kesedaran minda), pekerjaan (ganjaran kewangan) dan 

organisasi (komitmen organisasi) ke arah kepuasan kerja dalam kalangan pekerja bank. 

Dengan pendekatan kaji selidik kuantitatif, 160 borang soal selidik telah diedarkan kepada 

para pekerja di empat bank di Kuching, dengan kadar pulangan sebanyak 84.38% dan 

jwnlah borang soal selidik yang boleh digunakan adalah sebanyak 107. Data yang dikumpul 

dianalisis menggunakan Pakej Statistik untuk Sains Sosial (SPSS) versi 20. Analisis korelasi 

Spearman menunjukkan bahawa positij dan signifikan antara kesedaran minda [rho(J 07) 

'" .7.1, p <.01], ganjaran kewangan [rho(l07) = .84, p <. 01J dan komitmen organisasi 

[rho(10 7) = .84, p <.OlJ dalam menentukan kepuasan kerja. Selain ilu, analisis Pelbagai 

Regresi menunjukkan bahawa 79% varians dalam kepuasan kerja dapat dijelaskan oleh 

pembolehubah bebas. Faktor yang paling dominan untuk meramalkan kepuasan kerja ialah 

komitmen organisasi [Beta = .40, P <O.OlJ, diikuti oleh ganjaran kewangan [Beta = .34, p 

<O.Ol} dan kesedaran [Beta = .22, p < 0.01). Oleh itu, kajian ini memberi cadangan untuk 

l1Ielaksunakan dasar dan am alan sumber manusia yang menggabungkan elemen komilmen 

(~rektit: sistem gunjaran berasaskan prestasi add dan aktiviti kesedaran minda dalam industri 

perbanka11. 

Kala kunci: kepuasan kerja, kesedaran, ganjaran kewangan, komitmen organisasi 



CHAPTER ONE 

INTRODUCTION 

This chapter discusses the background of study, identifies the problem statements, 

states the research objectives, formulates the reseach hypotheses, illustrates the conceptual 

framework, explains the significance of study, defines the terms and provides the conclusion. 

1.1 Background of Study 

To date, there are thousands of studies have been carried out on the topic of job 

satisfaction worldwide (Agarwal & Sajid, 2017). Job satisfaction, the positive feelings of 

people towards their job (Armstrong, 2006), is one of the most researched topics (Spector, 

1997) due to its implications on improved employee engagement (Saeed, Waseem, Sikander 

& Rizwan, 2014) and higher employee retention (Masum, Azad & Beh, 2015) at the 

workplace. In the long term, job satisfaction may enhance an organization's effectiveness 

(Koys, 2001) and competitiveness (Millan, Hessels, Thurik & Aguado, 2013). 

Kamal and Sengupta (2008) articulated that job satisfaction is imperative when it 

involves bank employees. To attend to the customers ' inquiries, requests and expectation, 

bank employees are constantly obligated to have interactions and communications with them 

(Hooi & Ali , 2017) . Contented employees are crucial to the production because they have 

higher levels of engagement and collaboration (Bader, Hashim & Zaharim, 2012). As a result, 

this could positively impact the organizational profits (Aronson, Laurenceau, Sieveking & 

Bellet, 2005; Eyupoglu & Saner, 2009; Yongbeam, 2013). 

Issues may arise when the employees are experiencing job dissatisfaction. These can 

include absenteeism, employee turnover and counterproductive behaviours. Job 

dissatislaction is linked to the increase of the tendency of absenteeism and leave the 

organization (Wright & Bonett, 2007) because dissatisfied employees may feel unappreciated 

by the organization (Chelladurai , 1999). Furthermore, job dissatisfaction may cause--- -;.,;......;. 



employees' deviant behaviours such as psychological withdrawal , theft at work and tardiness 

(Spector et aI. , 2006), which can be costly to the organization (Bowling, 2010) . Therefore, the 

employee job satisfaction should be taken care of by employers at the workplace. 

Many factors may contribute to the employees ' job satisfaction. Researchers from the 

University of Minnesota summarized the factors of job satisfaction into 20 dimensions, 

namely skills utilization, personal achievement, activi ty, career advancement, authority, 

company policies, compensation, relationship with co-workers, creativity , independence, 

moral values, recognition, tasks responsibility, job security, social status, social service, 

supervision from human relations, technical supervision, job variety and working conditions 

(Weiss, Dawis, England & Lofquist, 1967). Ting (1997) divided the factors of job satisfaction 

into three groups, namely the individual characteristics (demographics), job characteristics 

(pay satisfaction, task clarity, skills utilization and promotional opportunity) and 

organizational characteristics (organizational commitment) . Similarly, Lambert and Paoline 

III (2008) categorized the factors of job satisfaction into individual characteristics 

(demographics) job characteristics (role strain and job variety) and organizational 

characteristics (formalization, instrumental communication and promotional opportunity) . 

In recent decades, the individual characteristic, namely mindfulness, the state of being 

conscious has been raised as an important determinant of job satisfaction (Hiilsheger, Alberts, 

Feinholdt & Lang, 2012) . Being mindful is pivotal whether in the high stakes or low stakes of 

jobs (Glomb, Duffy, Bono & Yang, 2011) . For example, in the health care industry, 

Mesmer-Magnus, Manapragada, Viswesvaran and Allen (2017) mentioned that a medical 

doctor without mindfulness may wrongly prescribe the medicine to the patients or 

misdiagnose the patients ' symptoms. In another example, the bank employees may make 

mistakes in doing monetary transactions without mindfulness (Mesmer-Magnuset et aI. , 

2017). Therefore, mindfulness is an important characteristic to help the employees to 


