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ABSTRACT

This study is aimed to study the relationship between factors effecting job satisfaction and
organizational commitment. The factors studied includes pay, promotion and supervision
towards organizational commitment. The method of research is quantitative research where the
data were collected using questionnaire as an instrument. The data was collected among 100
employees from Showa Denko identified as a manufacturing company at Kulim Hi-Tech,
Kedah. The collected data were analyzed descriptively and inferentially. Pearson Correlation
was used to test the association between pay, promotion and supervision towards organizational
commitment. Then, Multiple Regression was used to test the dominant factor that influence the
organizational commitment. Findings shows that all the studied variables have a relationship
with organizational commitment. Finally, the researcher has recommended few

recommendations that could be helpful to the organization, HR practitioners and the future

researcher.

Keywords: Pay, Promotion, Supervision, Organizational Commitment
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ABSTRAK

Kajian ini bertujuan untuk mengkaji hubungkait antara faktor mempengaruhi kepuasan kerja
dan organisasi komitmen. Antara faktor yang dikaji ialah gaji, kenaikan pangkat dan
penyeliaan. Kaedah kajian yang digunakan dalam kajian ini adalah kaedah kuantitatif dimana
data dikumpulkan dengan menggunakan soal selidik sebagai instrument kajian. Data yang
dikumpul ialah antara 100 pekerja dari Showa Denko yang dikenali sebagai syarikat
pembuatan di Kulim Hi-Tech, Kedah. Data yang dikumpulkan dianalisis dengan menggunakan
statistik deskriptif dan inferensi. Ujian korelasi Pearson dan wjian regresi digunakan untuk
mengukur hubungan antara gaji, kenaikan pangkat dan penyeliaan. Hasil kajian telah
menunjukkan bahawa terdapat hubungan yang signifikan di antara semua pemboleh ubah
dengan komitmen organisasi. Akhirnya, pengkaji telah mencadangkan tumpuan kepada kajian

yang boleh membimbing organisasi, pengamal HR dan kajian masa depan.

Kata Kunci: Gaji, Kenaikan Pangkat dan Penyeliaan



CHAPTER ONE

INTRODUCTION

1.0 Introduction

The intention of this research was to identify the relationship between factors
effecting job satisfaction and organizational commitment. This chapter consists ten sections
including the summary of this chapter. The first section described the background of the
study followed by problem statement, research objectives, research questions and research
hypotheses. Then, a conceptual framework was constructed to describe the independent
variables and dependent variables of this research in a simple way. The significant and
limitation of the study were also discussed in this chapter. After that, the definition of the

terms that used in this research were explained. This chapter end with summary and the

following chapters continues.



1.1 Background of study

In the modern era, job satisfaction and organizational commitment correlation
research study was needed hastily especially to the growing country like Malaysia. This issue
considers essential because of the relationship with the cost reduction by reducing the
absences and turnover. Vroom (1964) indicated that job satisfaction is an emotions and
feelings of employee that they obtained towards their responsibility when performing the

given task by the upper manager or employer at their working place.

Job satisfaction is one of the significant elements of inspiration, confident and
motivation of the employees when they were performing their given task with full of
responsible. It also led the employee to perform better in their task with full of satisfaction
and not just to perform their responsibilities as their part of work life because it is their job
commitment thus, they have no choice to avoid it. Some employee would perform the task as

their responsible whether they like or not even not satisfy with their current job because of

the job commitment.

Therefore, the employee would remain at theé same organization by performing their
responsible. This kind of employee action might lead their organization to unprofitable and
unproductively. Hoppok and Spielgler (1938) mentioned that job satisfaction is a combined
set of psychological, physiological and environmental circumstances which is give

confidence to the employees to acknowledge their satisfaction whether they are happy or not

with their current job.

A good organization develop an environment of collaboration and loyalty or
commitment for the employees throughout the policies that provide, facilitate and fulfill the

satisfaction of the employees to make sure the accomplishment of firm goals. Satisfaction of

2



human resource finds closely related to motivate the employees to perform better happily and
with full of passion. Consequently, the organization could ensue the employee’s greater

productivity and their lower turnover rates by buildup the employee’s loyalty or commitment

to the firm (Parvin & Kabir, 2011).

Additionally, job satisfaction is a combination of employee’s feelings which is
negative and positive towards their task or work. It also the employee’s sense of
accomplishment and achievement of their task which is have direct link to their productivity.
Moreover, satisfaction in a job described how a person doing his or her job very well and
being with full of passion and cheerfulness by enjoying and having fun with it (Aziri, 2011).
The satisfaction that the employees having from their job equal to compensate them for their
hard work and efforts in a organization. Hence, the job satisfaction plays a very important
role in terms of increment, promotion, recognition and the accomplishment of firm goals

which is lead to fulfillment and satisfaction (Kaliski, 2007).

Different author research about the different factors and each of them stated different
opinions about their studies. Rad and Yarmohammedian (2006) stated that several factors
influence employee job satisfaction such as pay, communication, working conditions, job
importance, interpersonal relationships, recognition, co-workers, supervision. Subsequently,
Misener et al. (1996) mentioned that job satisfaction is an employee feeling on job elements
which are intrinsic and extrinsic. It is consisting of specific aspects such as work conditions,

relationships with co-workers, pay, supervision and organizational practices.

According to Chandrasekar (2011) statement, employee relations with their
supervisors (supervision) is one of the important keys of job satisfaction. Based on Luthans
(2011) opinion, job satisfaction has five dimensions. There are work itself, pay, promotion,

co-workers and supervision. There are the most significant characteristics in a affective
3



responses of employees to their job. Regarding to Lane, Esser, Holte & Anne (2010) view,
the various elements and components such as wages, working hour, employee’s autonomy,

communication and the structure of organization might influence job satisfaction, and it could

be positive either negative effect.

Subsequently, organizational commitment also considers a famous issue that still
debating and need further research in a developing country like Malaysia. This is due to the
important of accomplishment and achievement level in an organization through the
organizational commitment that given by the employees (Meyer & Allen, 1997). Many
research studies have been conducted before in discovering the relationship between job
involvement, perceived organizational support and job satisfaction with organizational
commitment. There are three component model (TCM) in organizational commitment which

is affective commitment, continuance commitment and normative commitment.

Affective commitment implies the employee’s feelings that make them attached with
their organization. Generally, the employees thought to keep on working in their current
organization. It is because the employees really want to remain stay in their organization.
Next, continuance commitment implies the employees believes that it would be costly for
their self if they leave their organization. Thus, the employees would keep on working in
their current organization because they think and believe that they must stay. After that,
normative commitment implies the employees trust that they are doing the right thing by

remain stay in their current organization.

Employees organizational commitment contributes to better customer service and
workforce stability thus, it might increase the business performance based on commitment of
organization from the employees. Previous research also signifies the satisfaction of job as a

path of connection with the organizational commitment (Nguyen, Mai & Nguyen, 2014).
4



Consequently, there are some interested factors from the previous research studies from
different researchers attracted to conduct this study. Therefore, this study chooses few
selective factors of job satisfaction which is pay, promotion and supervision that associate the

organizational commitment for the further investigation.

1.2 Problem Statement

Some previous research has not supported that factors of job satisfaction such as pay,
promotion and supervision have direct relationship with organizational commitment. The
employees have greater affection towards their organization when reach the satisfaction level
in their organization. A study done by Samad (2007), on job satisfaction influence on
organizational commitment and rate of staff retention in Malaysia. Another study by Nawab
and Bhatti (2011), investigated the compensation impact for employees on satisfaction of job
in sector of education, Pakistan. According to the studies on career development (training
skill), compensation is a predictor for employee’s organizational commitment however the
researcher did not give a breadth explanation in causal correlation between the compensation
content and work context set. Furthermore, there was no research conducted to determine the
employees job satisfaction as a direct pathway to link the organizational commitment of
employees (Cicekli & Kabaskal, 2017). Thus, this study aimed to study the correlation

between factors effecting job satisfaction and organizational commitment.

Moreover, the concept of job satisfaction frequently relays to organizational
commitment, absenteeism, turnover, and there are limited researches that have been done that
shows job satisfaction includes pay, promotion, co-workers, supervision and work itself has
direct relationship with organizational commitment of employees (Nguyen, Mai & Nguyen,
2014; Leite, Rodrigues & Albuquerque, 2014; Kelly, 2015). Besides. only small numbers of

studies that have investigate the job satisfaction influence towards the organizational
5



commitment. The most common factors of job satisfaction are pay, promotion, co-workers,

supervision and work itself.

A study done by Gangai and Agrawal (2015), on job satisfaction and organizational
commitment of employees in India. According to the study that conducted by the researcher,
there was only positive correlation of organizational commitment among gender but there
was no positive correlation between job satisfaction and organizational commitment of
employees. In addition, another study by Ismail (2012), investigated on job satisfaction and
organizational commitment of employees and the study revealed that there was no correlation
between job satisfaction (pay, promotion, co-workers, supervision and work itself) and
organizational commitment of employees. Thus, here is proven by the studies reveal that only
few empirical studies exist to date and even in this study the effect of job satisfaction and
organizational commitment were not the primary research focus. For that reason, the
discussion for the relationship between job satisfaction includes pay, promotion and

supervision, and organizational commitment are still open.

Besides, some previous research also not supported that promotion have direct
relationship with organizational commitment (Gathungu, Iravo & Namusonge, 2015).
According to the study that conducted by the researcher, there was negative correlation
between promotion and organizational commitment of employees in the Industry of bank
which is in Kenya. However, a few researches that have proven the correlation between
promotion and organizational (Cicekli & Kabaskal, 2017). The researcher stated that
alternative opportunities are conceptual to moderate the correlation between promotion and
organizatiogal commitment of employees in a negative wéy. Thus, here is proven by the
studies reveal that only few empirical studies exist to date and the discussion for the

relationship between job satisfaction and organizational commitment are still open.
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1.3 Research Objective
1.3.1 General objective of the Research

To determine the relationship between factors effecting job satisfaction and

organizational commitment.

1.3.2 Specific objectives of the Research

1. To determine the relationship between pay and organizational commitment.
2. To determine the relationship between promotion and organizational commitment.
3. To determine the relationship between supervision and organizational commitment.

4. To determine the dominant factor that influence the organizational commitment.

1.4 Research Questions

e RQ 1: What is the relationship between pay and organizational commitment?
e RQ 2: What is the relationship between promotion and organizational commitment?
e RQ 3: What is the relationship between supervision and organizational commitment?

¢ RQ 4: What are the dominant factors that influences the organizational commitment?

1.5 Hypotheses of the Research

e H,i: There is a significant relationship between pay and organizational commitment.
o Ha: There is a significant relationship between promotion and organizational

commitment.

e H,s: There is a significant relationship between supervision and organizational

commitment.

e H,4: There is a dominant factor that influence the organizational commitment.
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