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ABSTRACT
This research aimed to describe how the pandemic of Covid-19 affected the work of
employees in manufacturing industry in Kuching, Sarawak. In total, 53 respondents has filled
out an online survey and provided information about their job satisfaction, perceived
organizational support and organizational commitment. The employees also emphasised in
the finding that the changes in their workload, job performance and the information related to
working schedule, salary, social contact and about current working environment. The data is
unique as it was collected in a specific situation during the pandemic, when the work of
employees was affected by security measures and lockdown introduced by the governments.
The results showed that the employees with a positive perception of the organizational
support were satisfied with their job, which in turn encourages the creation of a high
organizational commitment. The implications and recommendations are also discussed.

Keywords : job satisfaction, perceived organizational support, organizational commitment,
pandemic Covid-19, job performance, manufacturing industry.
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ABSTRAK
Kajian ini bertujuan untuk menerangkan bagaimana pandemik Covid-19 mempengaruhi
pekerja di dalam industri pembuatan di Kuching, Sarawak. Secara keseluruhan, 53 orang
responden telah mengisi borang kaji selidik dalam talian dan memberikan maklumat
mengenai kepuasan kerja mereka, sokongan organisasi dan komitmen organisasi. Pekerja
juga menekankan di dalam tinjauan tentang perubahan kepada beban kerja, prestasi kerja
dan maklumat yang berkaitan dengan jadual kerja, gaji, hubungan sosial dan mengenai
persekitaran kerja semasa. Data adalah unik kerana ianya dikumpulkan semasa pandemik,
ketika pekerja bekerja dipengaruhi oleh langkah-langkah keselamatan, penutupan dan
sekatan yang diperkenalkan oleh pihak kerajaan. Hasil kajian menunjukkan bahawa pekerja
yang mempunyai persepsi positif terhadap sokongan organisasi akan berpuas hati dengan
pekerjaan mereka, yang seterusnya mendorong kepada komitmen organisasi yang tinggi.
Implikasi dan cadangan juga ada dibincangkan.

Katakunci : kepuasan kerja, sokongan organisasi, komitment organisasi, pandemic Covid-19,
prestasi kerja, industri pembuatan.
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CHAPTER 1
INTRODUCTION

This study is attempt to explore the relationship between job satisfaction and
perceived organizational support towards organizational commitment during the pandemic
Covid-19. It will focus on the relationship between two factors and the title selected will
represent the manufacturing sector in Malaysia. This study will cover background of study,
statement of problem, objectives, research questions, research framework, definition of terms,
significant of study and limitation of study. The research will be conducted in quantitative
approach and the data collected will be using questionnaires as the instrument. The following
section is the literature review. The next section will cover research design, which focuses on
philosophic approach, methodology approach, the method used for this study, location and
respondents, instrumentations, validity and reliability, pilot study, data collection procedure
and data analysis procedure. Time frame of this study is present.

1.1

Background of Study
In today’s modern world, the manufacturing sector is one of many sectors in Malaysia

that our country has invested a lot with recorded a growth of 2.1 per cent in November 2020;
stated in the Department of Statistics Malaysia. According to Chin (2018), finding employees
who is dedicated to their work is very hard now in the manufacturing companies especially
whom working on shifts. In line with that, employers have to spend excess costs and time to
find, hire and train new employees. Besides that, current employees also need to be given
training for their career development because human capital is the key element for the growth
and development of an organization to bring success and rewards (Seong, 2015).
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In manufacturing sector, most of the employees are working on shifts in the
production line according to the rolling schedule. Similarly, stated by (Fana et al., 2020), this
workforce are seen as the most worrying to have unstable emotion due to the workload and
working time during the pandemic of Covid-19. All business processes are disrupted, raw
material prices are unstable, the distribution of manufactured goods are constrained by Largescale Social Limitation and this shows a decrease in the sales of production (Sulistiyani &
Riyanto, 2020). Therefore, employees need supports in term of motivation, physically and
emotionally in coping their work and life during this hard time. Thus, job satisfaction is
important to retain employees (Chin, 2018).
The pandemic of Covid-19 phenomenon has brought many negative impacts to our
community around the globe. It may not only involving health crisis but also affecting human
economic and social sector (Sulistiyani & Riyanto, 2020).

reported as of 12 January 2021

(Ministry of Health, 2021). In normal time changes is ever present in background but this
unpredicted crisis has exhibit a fear and alteration of habits among our community.
In this study, both job satisfaction and organisational commitment is possible to be
identified as very important for organisations to reach desired objectives during the
pandemic. This is because as stated by (Prochazka et al., 2020), the implementation of
standard operating procedures (SOPs) as security measures affected sectors such as social,
economic and all the organizations. Other than that, it will also affect employees’ and work
performance due to some difficulties in adapting to the new norm such as no more doing
common activities. For example, some employees are compulsory to work from home
(WFH), put extra hygiene to oneself, do social distancing and not to mentioned about the
employees who lost their income due to the economic factor or disclosure of the company
(Andreis et al., 2020). Other than that, the increase of workload and compliance to safety
measures, has become more demanding during this time.
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1.2

Statement of Problem
In problem statement, the main point that would be describe will focus on theoretical

empirical and practical perspectives. The manufacturing sector in Malaysia has shown that
the evidence for its contribution to the gross domestic product (GDP), external trade and job
opportunities. Manufacturing sectors led Malaysia investment with RM 82.73 billion with
988 projects approved and 78,606 job opportunities, which is referred from Malaysia
Investment Development Authority in 2019 report. As mentioned in Monthly Manufacturing
Statistics Malaysia on October 2020, the total sales in the manufacturing sector have increase
to 2.2%, with the sales valued of RM 122.0 billion. The report shown that the manufacturing
sector as one of important sectors that we have in Malaysia. It is important and yet very
profitable that caused Malaysia would invest that much of money for manufacturing sectors.
However, for Malaysian businesses; the economy is foreseen to be unfavourable as it
is forecasted to decline 1.7 per cent in April and May 2020 (Department of Statistics
Malaysia, 2020). Due to the pandemic; key sectors have been affected and supply chains
disrupted, while employment and livelihood put at risk (Sulistiyani & Riyanto, 2020).
According to Kohler & Hooper (n.d.), the employees are not only adjusting to new ways of
working, but also dealing with adapting the new norms and increased need to care for their
families. Most organizations took effective action to implement remote work strategies and
make a schedule for whom will take turns working in the workplace. This is because the
physical working environment are not encourage, to avoid and worried if employees will get
infected of this virus during working (International Labour Organisation, 2020).
In line with that, the government took the first step by creating the standard operating
procedures (SOPs) for the people, provides them with the knowledge about the danger of
Covid-19 and the procedures to conduct their job in the effective way. According to Emmett
et al. (2020), the organization need to implement work from home (WFH) approach on

3

rotating schedules to reduce physical contacts. On the contrary, employees who are working
on shifts in the manufacturing sectors need to go to work as usual. Agyemang et al. (2014)
stated that employees on shift work will have lower health compare to non-shift employees.
The employees might be in stress, anxiety and depression during the pandemic which may
lead to the decrease of their performance and job satisfaction.
Affecting from this execution, productivity of the organization can be decreased for
example in the manufacturing sectors whereby if the employee gone for a work for that day is
lesser; thus the number of outcomes of product might be change than usual (Kokubun &
Yasui, 2020). Therefore, it can alter the amount of gross profit of the company. As a result,
many workers have been reduced in wages or retrenched as it helps to the organization to
recoup with the loss of income. Thus, this will affect their source of income for their future
survival. At this point in time, emotional and physical support is needed to give a comfort for
these employees in major manufacturing sectors which impacted due to the global outbreak
(Cai & Luo, 2020).
The organization has facing a lot of difficulty to evaluate the employee’s performance
too since the changes of working system. Job satisfaction and perceived organization support
might reflects the organization commitment from a view of work experience, effectiveness
and wellness (Emmett et al., 2020). The Covid-19 has sweeping through the world putting the
humanity, community and societies under an extreme pressure (Frenkel et al., 2020).
Therefore, the impact on the new norm in measuring job satisfaction is seen as important
factor to gain support and commitment from the organization, which will be identify in this
study.
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1.3

Research Objectives

In this study, there are two objectives which are general objective and specific objective.

1.3.1 General Objective
Generally, the purpose of this research is to study the relationship between job
satisfaction and perceived organizational support towards organizational commitment
during the pandemic Covid-19.

1.3.2 Specific Objective
Specifically, the research aimed to address the following research objectives :
(i) To study the relationship between job satisfaction with organizational
commitment.
(ii) To study the relationship between perceived organizational support with
organizational commitment.
(iii) To study the relationship between job satisfaction and perceived organizational
support towards organizational commitment during the pandemic Covid-19.

1.4

Research Hypothesis

Ha1 : There is a significant relationship between job satisfaction with organizational
commitment.
Ha2 : There is a significant relationship between perceived organizational support with
organizational commitment.
Ha3 : There is a significant relationship between job satisfaction and perceived organizational
support with organizational commitment during the pandemic Covid-19.
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1.5

Research Questions

The research questions are :
(i) How does job satisfaction influence organizational commitment?
(ii) How does perceived organizational support (POS) influence organizational commitment?
(iii) What are the factors that associate with organizational commitment during the
pandemic Covid-19?

1.6

Conceptual Framework
Independent Variable

Dependent Variable

Ø Job satisfaction
Ø Organizational commitment

Ø Perceived organizational
support

during the pandemic Covid-19

Figure 1.1 : Conceptual framework
The conceptual framework above consists of two sections which are the independent
and dependent variable. The independent variable includes of job satisfaction and perceived
organizational support (POS), that has direct influences on the dependent variable which is
the organizational commitment during the pandemic Covid-19.

1.7

Significance of Study
This study provides insight about the relationship between job satisfaction and

perceived organizational support towards organizational commitment during the pandemic
Covid-19 in Malaysia. Today, Lim (2020) in the International Labour Organizations stated;
nearly half of 1.6 billion employees stand in immediate danger of having their livelihoods
destroyed especially in the informal economy of the global workforce for developing country.
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In the manufacturing sector, the business is still running following the strict SOPs
and has been a challenge for both employees and the organisation which gives an impact to
the well-being and how they adapt to the new norms (Sulistiyani & Riyanto, 2020). Job
satisfaction was labelled the most projected value in between distinction of behavioural event
that the individual performs in certain standard of level in the organization (Naz et al., 2019).
Therefore, the findings in this study will be beneficial for the organization to plan their
requirement which leads to increase job satisfaction among the employees, that might lead to
a higher organizational commitment.

1.8

Definition of Term
1.8.1 Job Satisfaction
Conceptual : According to Chin (2018), stated that job satisfaction is employee’s
overall sense of well-being as the result from the working environment, support from
the management and positive feelings about their job. From the view of Locke (1976),
employees’ performance and experiences is a pleasurable or positive emotional
behavior that lead to job satisfaction.
Operational : In this study, the satisfaction is based on the employee’s wishes,
expectations, or needs or the pleasure derived in the employee development.

1.8.2

Perceived Organizational Support

Conceptual : Maan et al. (2020), defined that the organization values the contributions
of the employees and gain perceived organizational support in order to take cares on
their well-being. It was based on the view by Eisenberger et al. (1986).
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Operational : In this study, employee believes that their organization values their
contributions and cares about their well-being. The degree of believes is to fulfil the
socio-emotional needs.

1.8.3

Organizational Commitment

Conceptual : Claudia (2018), defined organizational commitment as an important factor
in understanding the work behaviour of employees in the organizations. According to
Tansky & Cohen (2001), organizational commitment is the strength of an individual’s
identification and involvement in a particular organization.
Operational : In this study, the organizational commitment is based on the employee
attachment to the organization.

1.8.4

Pandemic Covid-19

According to World Health Organisation (WHO), the pandemic of Covid-19 is a public
health crisis because it has many negative impacts especially affecting the economy.
Since the first Movement Control Order (MCO) was announced, manufacturing sector
is one of the business entity who has resume their operations for a recovering phase
(National Security Council, 2020). Hence, the government of Malaysia has
implemented the Standard Operating Procedure (SOPs) for security measures and
maintaining its management quality in dealing their day to day businesses.

1.9

Limitation of Study
In this study there is a limitation. First, the focus in this study is limited to the job

satisfaction and perceived organizational support only. There are many other factors that have
classified can be the effect to the organizational commitment such as organizational culture
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(Peter Lok John Crawford, 2001). Second, the survey questionnaires are depending on the
respondent’s self-response with a minimum briefing from the researcher. There are a few of
the respondent’s understanding in the questionnaires, might be low and limited. Third, the
outbreak of Covid-19 may be new and not so many research has been done. For the people,
fear and anxiety could potentially be overwhelming and hence heighten the mental stress
towards oneself and society, this situation may lead to a negative outcome in lessen the
individual performances and limit the organisation’s support. Lastly, the research will be
focusing on shift-worked employees in the manufacturing sectors only. From the uniqueness
of the research, I believed that it might help the employer to be closer to their employees. The
reason is that the employer will know how to reduce their employees’ turnover.

1.10

Summary
The pandemic Covid-19 has been a though phase for the world, many has affected by

this ongoing phenomena especially the individual and community around the world on
human life, health and the global economy (Kobbin et al., 2020). Although the impact on
Malaysian economy and trade is very felt, it is likely to recover with recent Malaysian
government incentives (Department of Statistics Malaysia, 2020). Malaysia government
prepared different types of financial aid to help Malaysian affected by the outbreak.
However, the effects and aftermath of the Covid-19 pandemic will be felt for a long while.
The changes in the working system due to this pandemic Covid-19, have caused many
organization facing a dilemma in evaluating the employees. As stated by Lim (2020), it will
differ the effectiveness in terms of both employees performance and the organisation support
in the manufacturing sector in Malaysia. Thus, this study will determine the relationship
between job satisfaction and perceived organizational supports towards the organizational
commitment during the pandemic Covid-19.
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CHAPTER 2
LITERATURE REVIEW

Today, globalisation makes the world smaller and tasks become simpler. Organization
urged to enhance the capabilities of the people to ensure the career development are clear and
superiorly on the right path. Any business entities are attempted to develop and improve
operating system and policies that seize the new working culture, regardless the differences
of the workforce (Esa et al., 2020). As an established organization, they are believed to
measure their success through the performance and commitment from the people of all levels
in the workplace and their valued customers.
Although this study is not a new phenomenon but with the pandemic of Covid-19
continues, the organization must acknowledge the current circumstances, provide support
solutions and make it convenient for the employees. As stated by Davidescu et al. (2020), by
providing support for employees can contribute to the development and well-being through
any platform. Hence, the employees will feel motivated and appreciated especially when they
are working on 12-hours shift even on weekend in the manufacturing sector (Perez et al.,
2019). When they are engaged on a higher level, it supports both employees and the
organization to build a strong and healthy work environment.

2.1

Concept Related to the Study
The employers need to understand the importance of employee’s engagement in order

to lower the absenteeism rate and finding ways to increase their involvement to meet
organizational goals and performances. Job satisfaction and perceived organizational support
are the major job attitudes that can lead to the effectiveness, employee engagement and wellbeing which are driven by a set of employee experience factors (Linda & Yonita, 2018).
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Thus, organization should also observe employee attitudes, increase job satisfaction and
generate positive job attitudes. In doing so, as stated by Mostafa (2017), they need to focus
on the intrinsic part of the job, to make the work more challenging and interesting; which
may lead to a reduces cost by lowering turnover, absenteeism, tardiness and increasing
organizational citizenship behaviors .

2.1.1

Job Satisfaction

In individual, job satisfaction is affective orientations from work roles and
employee experiences. Job satisfaction is also representing a combination of positive or
negative feeling that workers feel in their work (Maan et al., 2020). According to Linda
& Yonita (2018), an employee would perform at their best and committed to their job
when they are satisfied with the working environment and management; comparing to
those who did not. As stated by Ismail (2012), it is important to increase job
satisfaction, gain support from the organization and to put organizational commitment
into practice.
It is important for employer to know the factor that affect the job satisfaction level
of employees since it would intrude the performance of the organization as well
(Cherif, 2020). Job satisfaction had been defined in many approaches by different
authors. Hung Kee et al. (2019), defined that job satisfaction is an employee’s feeling
towards his or her job. It is a combination of belief and feeling of their current job that
led to an extreme satisfaction and dissatisfaction. In addition, this feeling of passion in
work is based on their attitudes about their job in numerous aspect such as type of work
they do, their colleague and remuneration that they get as benefits.
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2.1.2

Perceived Organizational Support

Employees' perceived of organizational support and their job satisfaction is the
most important effective factors on organizational commitment (Saadati et al., 2016).
Organizations are seen as supportive when rewards are fair and employees are involved
in decision-making. Theoretically, employee with strong level of POS will be in more
positive attitudes and behaviours that in turn will benefit to the organization in order to
exchange organizational treatment (Eisenberger et al., 1986).
In term of human capital, it is crucial for organizations to recognize employees as a
valuable source for the employees and organization benefits. According to Mostafa
(2017), organizational achievement and growth are highly depending on the employee’s
engagement and performance. For instances, research has found that employee
possessed high in POS experienced less stress at work and tend to return to work sooner
after encounter an injury (Maan et al., 2020). Therefore, organizations must develop a
good policies and strategies for all level of employees thus it can contribute to a
positive employee beliefs and attitudes towards organizations.

2.1.3

Organizational Commitment During The Pandemic Covid-19

There are many definitions on organizational commitment in the literature. The
definition has been important empirical evidence in the future study. According to
Linda & Yonita (2018), the organization need to identify and clarify the factors that can
increase the commitment of the employees. An individual with high organization
commitment will be work harder, contribute to organization commitment and remain
with the organization. In other perspective, it is seen that when employees are satisfied,
they will be more committed to the organization and will perceived more organizational
support compares to employees who are not satisfied (Tansky & Cohen, 2001).
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