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ABSTRACT 
Employee turnover rates have been steadily increasing over 
time. This issue is not only prevalent in Malaysia but has also 
emerged as a global concern in the employment sector. High 
turnover rates can negatively impact organizational 
performance, productivity, and overall workplace morale. 
The primary objective of this study was to examine the 
correlation between organizational commitment and job 
satisfaction among PKNS employees. A total of 285 PKNS 
employees participated in the study, and data were 
collected through a structured questionnaire comprising 29 
items designed to assess both organizational commitment 
and job satisfaction. To analyze the relationship between 
these variables, Pearson correlation analysis was 
conducted. The results indicated a significant and strong 

https://doi.org/10.47405/mjssh.v10i2.3287
https://orcid.org/0009-0005-0949-9789
https://orcid.org/0009-0009-9353-301X
https://orcid.org/0000-0003-0300-7243
https://orcid.org/0009-0001-7074-2013
https://orcid.org/0009-0007-5573-1408
https://orcid.org/0009-0001-0091-7113
https://orcid.org/0009-0005-4988-9781
https://orcid.org/0000-0002-2597-2039
https://orcid.org/0009-0009-8672-2787


Malaysian Journal of Social Sciences and Humanities (MJSSH) (e-ISSN : 2504-8562) 

© 2025 by the authors. Published by Secholian Publication. This article is licensed under a Creative 
Commons Attribution 4.0 International License (CC BY). 

2 

Selangor State Development Corporation 
(PKNS). Malaysian Journal of Social Sciences 
and Humanities (MJSSH), 10(2), e003287. 
https://doi.org/10.47405/mjssh.v10i2.3287  

positive correlation between organizational commitment 
and job satisfaction among PKNS employees. This finding 
suggests that employees who exhibit higher levels of 
commitment to the organization tend to experience greater 
job satisfaction. The results of this study provide valuable 
insights for PKNS management and future researchers. 
Understanding the strong link between organizational 
commitment and job satisfaction can help organizations 
develop strategies to enhance employee retention, improve 
workplace engagement, and create a more supportive work 
environment. These findings can also serve as a foundation 
for future research aimed at further exploring factors that 
influence employee commitment and satisfaction. 

 
Contribution/Originality: This study contributes to existing research by exploring the 
relationship between organizational commitment and job satisfaction among PKNS 
employees. It offers valuable insights into how different aspects of commitment 
influence job satisfaction, enabling organizations to develop strategies that enhance 
employee engagement, retention, and overall performance. 
  
 

1. Introduction   
 
Organizations strive to provide excellent service in today's competitive landscape, 
boosting profitability and enhancing their reputation. Effective customer service 
strengthens an organization’s image and drives productivity. As a key contributor to 
Malaysia's economy, the service industry plays a vital role in national development, 
promoting stability and growth (Aslam et al., 2022). However, a high-performing service 
organization cannot be achieved by its effort; it needs committed employees' 
contributions. According to Nahak and Ellitan (2022), organizational commitment is seen 
as an employee's obligation towards the organization, which can help to create bonding 
among them. The exemplary commitment delivered by employees can enable the 
organization to execute suitable organizational activities. Syakur et al. (2020) stated that 
an employee's loyalty is a continuous process in an organization to achieve objectives. 
Committed employees often exhibit higher resilience and adaptability, essential traits in 
this organizational environment. This dedication allows them to persevere through 
challenges, contributing to consistent productivity and reducing turnover rates. When 
employees perceive that their efforts are valued and reciprocated, it fosters a positive 
work culture that reinforces their sense of purpose and encourages collaboration. In 
response to the situation, commitment plays a primary role in dedicating and influencing 
high job satisfaction. 
 
Job satisfaction enables an individual to assess the various positive and negative emotions 
about work's exogenous or endogenous nature. It is the key to motivating employees to 
produce a good job. This indicator can help develop morale, improve job quality, and 
decrease or eliminate absenteeism. According to Akinwale and George (2020), job 
satisfaction in the workplace has been given greater priority to help organizations retain 
skilled and experienced employees. When employees experience high satisfaction 
translates into stronger work engagement, encouraging them to consistently perform at 
their best and invest in the organization’s success. Satisfaction can be achieved through 
high benefits and opportunities that foster a sense of job security and professional growth 
(Beuren et al., 2022). This indicates that satisfaction enhances the working experience and 
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helps employees feel valued and appreciated. As a result, satisfied employees tend to be 
more productive, showing higher levels of loyalty and commitment to their roles. 
Therefore, it has been seen as an indicator that urges to succeed and commit to the 
organization afterwards. 
 
In recent years, turnover has been an issue that seems to be increasing occasionally among 
employees. According to Saraih et al. (2017), the global turnover rate started to increase 
in early 1991. Meanwhile, organizations in the private industry experienced high levels of 
employee turnover, with Australia (12.9%) and Malaysia (12.8%) being the most affected 
countries (Aon, 2017; Lee et al., 2023). This high percentage would significantly impact 
the efficacy of an organisation. Previous scholars have indicated that employee turnover 
happens due to several circumstances, including management, satisfaction, work 
environment, work loading and others (Kurniawaty et al., 2019). This situation could 
influence the organization's adversity in managing its resources and performance. The 
consequences of this situation also lead to poor employee development, which may affect 
their commitment and satisfaction to work for the long term in the organization. 
 
Besides, Faeq and Ismael (2022) indicated that a low level of commitment and satisfaction 
causes increased turnover. This is supported by Winkelhaus et al. (2020), who state that 
organisational changes, especially in the technological environment development, could 
affect employees' job satisfaction. This happened because the organization is paying less 
attention to accommodating the employees' rights, especially those related to their 
involvement. This problem could influence the organization to lose its performing 
employees as they could not stand without good coordination and efficient management. 
After all, past studies in the areas of organizational commitment and job satisfaction have 
shown the interconnection between them. Employees who have an exemplary 
commitment will be highly satisfied with their jobs. This shows a need to expand the 
findings of previous studies to answer the research objective. Therefore, this study 
examines the relationship between organizational commitment and job satisfaction 
among employees in PKNS. 
 
1.1. Research Objectives 
 
To examine the relationship between organizational commitment and job satisfaction 
among employees in Selangor State Development Corporation (PKNS). 
 
2. Literature Review 
 
2.1. Organizational Commitment 
 
Organizational commitment is a deep conviction and recognition of the objectives and 
principles of the organization on behalf of employees. It is also a dedication to the 
organization's core priorities and a strong willingness to continue with the organization 
(Ahmad & Safwan, 2024). Every organization will always be concerned with the 
commitment delivered by employees as it will influence the organizational goals. As 
Ahmad et al. (2023) noted, it is an important factor in organizational success since it 
influences individual organizational results, including turnover, staff engagement, and 
organizational silence. In sequence, the availability of commitment is the attention to 
human resource practitioners in evaluating employees' job satisfaction through the 
employees’ commitment. This indicates that organizational commitment promotes 
increased motivation and efficiency of human resources, consequently increasing the 
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efficiency of the entire organization. This is why many organizations pay much attention 
to the development of initiatives to enhance job satisfaction, which is essential to an 
organization long-run performance. Employee commitment to the organization impacts 
employees themselves, the organization and the community. As employees become more 
willing to work harder, they show reduced withdrawal behaviour and increased attitudes 
and behaviours in their organizations (Aydogdu, 2011). An alternative perspective was 
proposed by Meyer and Allen (1997), outlining three components of organizational 
commitment: affective commitment, continuance commitment, and normative 
commitment. 
 
2.2. Job Satisfaction 
 
Job satisfaction can be defined as employees' feelings or overall perceptions in relation to 
their jobs (Bachri & Solekah, 2021). It is recognized as a key determinant of organizational 
effectiveness. The studies show that job satisfaction is a function of the internal 
characteristics of work and promotion prospects, along with external rewards like pay, 
security, and conditions of employment (Kumari et al., 2021). The theorization of these 
dynamics is best understood in light of well-established theories, including Maslow’s 
Hierarchy of Needs and Herzberg Two Factor Theory. Even from the perspective of 
Maslow’s Hierarchy of needs, job satisfaction can be seen to be meeting the basic needs to 
the higher psychological needs (Ștefan et al., 2020). When their employees’ needs have 
been met in the basic way, an organization is in a good position to definitely achieve higher 
levels of satisfaction. Satisfied employees are more likely to exhibit organizational 
citizenship behaviors, contributing positively to the overall work environment. He added 
that absenteeism tends to be medium when satisfaction is high. If satisfaction is low, 
absenteeism is more prone. Nevertheless, as with most satisfaction groups, the extent to 
which employees consider their roles significant is moderating. In particular, although 
high satisfaction at work does not contribute intrinsically to low absenteeism, low 
satisfaction at work is likely to contribute to high absenteeism. 
 
Job satisfaction is broadly defined as employees' affective responses and overall 
perceptions regarding their professional roles (Bachri & Solekah, 2021). It is widely 
recognized as a critical determinant of organizational effectiveness, influencing key 
outcomes such as productivity, employee retention, and workplace engagement. Research 
indicates that job satisfaction is shaped by both intrinsic factors—including the nature of 
work and opportunities for career advancement—and extrinsic factors, such as 
compensation, job security, and working conditions (Kumari et al., 2021). The 
conceptualization of job satisfaction is best understood through established theoretical 
frameworks, including Maslow’s Hierarchy of Needs and Herzberg’s Two-Factor Theory. 
From Maslow’s perspective, job satisfaction is linked to the fulfilment of both basic 
physiological and higher-order psychological needs (Ștefan et al., 2020). When employees' 
fundamental needs are met, organizations are better positioned to foster higher levels of 
engagement and commitment, thereby enhancing overall job satisfaction. 
 
Empirical studies suggest that satisfied employees are more likely to demonstrate 
organizational citizenship behaviours, which contribute positively to workplace dynamics 
and collective performance. Moreover, job satisfaction has been linked to absenteeism, 
with research indicating that moderate levels of absenteeism are observed when job 
satisfaction is high, whereas dissatisfaction is a significant predictor of increased 
absenteeism (Addae & Boso, 2021). While high job satisfaction does not necessarily result 
in reduced absenteeism, low job satisfaction is strongly associated with elevated 
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absenteeism rates. Given these insights, organizations must adopt strategic initiatives to 
enhance job satisfaction by addressing both intrinsic and extrinsic determinants.  
 
2.3. Relationship between Organizational Commitment and Job Satisfaction 
 
Based on the result reported by Rizkina and Nasution (2024), shows a significant 
relationship between organizational commitment and job satisfaction among service 
organizations in Indonesia. The result indicates that employees who are committed to 
their work will be more likely to stay in the organization due to the good working 
environment. The result aligns with the past study conducted by Loan (2020) among 
Vietnamese employees. The researcher expressed that the emotional attachment 
employees have may help them achieve benefits and opportunities in their organization. 
This is supported by Silitonga et al. (2020), who state that employees are dedicated to 
carrying out their responsibilities when they feel safe working conditions. A study done 
by Cherian et al. (2018) shows that nurses' overall degree of occupational employment 
was substantially connected to external and overall job satisfaction. This presented a great 
opportunity to enable employees to perceive satisfaction throughout their involvement in 
the organization.  
 
Besides, Ahmad and Raja (2021) argue that job satisfaction and organizational 
commitment are critical factors in enhancing employee performance. Organizations 
should prioritize the improvement of workplace practices by ensuring that employees 
have access to the necessary equipment and resources required to effectively perform 
their tasks. Employees who experience high levels of job satisfaction are more likely to 
demonstrate commitment to their work, actively engage with the organization, perform 
efficiently, and contribute positively to organizational outcomes (Kustiawan et al., 2022).  
 
Conversely, insufficient commitment and declining job satisfaction can lead to reduced 
morale, decreased efficiency, and a diminished sense of workplace camaraderie. 
Organizations must proactively address these challenges by identifying and implementing 
strategies to improve employee well-being and job satisfaction. When employees perceive 
that their organization values their contributions, prioritizes their well-being, and treats 
them equitably, they are more likely to exhibit higher levels of commitment and 
satisfaction (Silva et al., 2023). In contrast, low organizational commitment can result in 
negative workplace behaviors and decreased job performance. Therefore, both job 
satisfaction and organizational commitment play a crucial role in influencing employees’ 
ability to achieve organizational objectives effectively. 
 
Ha1: There is a significant relationship between organizational commitment and job 
satisfaction among Selangor State Development Corporation (PKNS). 

 
The conceptual framework presented in Figure 1 shows the connection between 
organizational commitment and job satisfaction for employees at PKNS.  
 
It emphasizes how different aspects of organizational commitment—like affective, 
continuance, and normative commitment—affect overall job satisfaction. This framework 
helps the organization pinpoint areas that need improvement, promoting stronger 
commitment and boosting employee satisfaction. 
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Figure 1: Conceptual Framework 
 
 
 
 
 
 
 

 
 
  

 
3. Research Methods 
 
This study adopts a quantitative research approach, using structured surveys to gather 
numerical data for statistical analysis. This method allows for the exploration of the 
relationships between organizational commitment and job satisfaction. The research was 
carried out at the PKNS, chosen for its large workforce and its position as a prominent 
state development agency, making it an ideal environment to investigate employee 
commitment and job satisfaction within a sizable organization. 
 
The total number of employees at the PKNS in 2020 was 1,084. According to Krejcie and 
Morgan (1970), a sample size of 285 employees is needed to accurately represent this 
population and a simple random sampling technique was used to select a total of 285 PKNS 
employees as respondents in this study. A total of 22 items from Meyer et al. (1993) and 7 
items from MacDonald and MacIntyre (1997) were presented to evaluate organizational 
commitment and job satisfaction. All the items were based on a five-point Likert scale 
ranging from 1 (strongly disagree) to 5 (strongly agree). 
 
Before the actual study was conducted, the questionnaire was distributed to 30 
respondents for a pilot study. The reliability value was interpreted based on Taber (2018), 
who indicated that a Cronbach's Alpha value above 0.70 signifies acceptable reliability. 
Table 1 and Table 2 show that the Cronbach's Alpha values for organizational commitment 
and job satisfaction were within the acceptable range for this study. 
 

Table 1: Cronbach Alpha Values for Organizational Commitment  

 

Construct Sub-construct N of Items 
Cronbach 

Alpha 

Organizational Commitment 

 

Affective commitment 

Normative commitment 

Continuance commitment 

9 

7 

6 

0.831 

0.762 

0.831 

 

Table 2: Cronbach Alpha Values for Job Satisfaction  
 

Construct N of Items Cronbach Alpha 

Job Satisfaction 7 0.933 

 

Organizational 
Commitment 

Organizational 
Performance 
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For data analysis, both descriptive and inferential analyses were conducted. Descriptive 
analysis was used to summarize demographic information, including the gender 
distribution of respondents. This analysis provided insights into the composition of the 
sample and helped in understanding the general characteristics of the participants. 
Inferential analysis was conducted using Pearson correlation to examine the relationship 
between organizational commitment and job satisfaction. Pearson correlation was chosen 
as the data followed a normal distribution, allowing for the assessment of the strength and 
direction of the relationship between the two variables. 
 
4. Results 
 
The descriptive statistics of the study in Table 3 revealed that out of the 285 PKNS 
employees who participated, 41.1% were male while 58.9% were female. This indicates 
that the majority of respondents were female, suggesting a higher representation of female 
in the organization or within the sample selected for this study. 

 
Table 3: Demographic Profile of Respondents 

 
  

Frequency Percent (%) 

Gender Male      117 41.1 
 

Female 168 58.9 

 
Next, correlation analysis is a statistical approach to determine the relationship between 
two variables and the strength of that relationship (Cohen et al., 2013). Table 4 shows the 
correlational analysis of the relationship between organizational commitment and job 
satisfaction. The result reported a significant and strong positive relationship between 
organizational commitment and job satisfaction among PKNS employees (r=0.767, 
p<0.001). This association demonstrates that the high commitment of employees 
produces better job satisfaction in the organization.  

 
Table 4: Relationship between Organizational Commitment and Job Satisfaction 

 

    Job Satisfaction 

Organizational Commitment Pearson Correlation                  .767** 

Sig. (2-tailed)               .000 

N               285 

 
Based on the findings, a significant and strong positive relationship between 
organizational commitment and job satisfaction. The result of this study was in line with a 
study conducted by previous researchers that found that organizational commitment and 
job satisfaction had a significant relationship (Loan, 2020; Eslami & Gharakhani, 2012). 
This indicates that employees in PKNS agreed to continue serving long term due to the 
benefits and opportunities provided, making them happy and satisfied to work for their 
organizations. Adnan Bataineh (2019) supports the idea that employees are obliged to 
work when the organization achieves financial satisfaction. The financial aspect could help 
them to be productive and effective in performing their job. Nevertheless, the results of 
this research contrast with Ismail (2012), which revealed a non-association between 
organizational commitment and job satisfaction. Researchers highlighted that employees 
in educational institutions stay because they fear if they do not receive what they have in 
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the present institution. This is supported by Yean et al. (2022), who stated that employees 
are not committed to their responsibilities when the organization conducts poor 
management, causing dissatisfaction. This problem may cause an organization to lose its 
employees and bear a high cost in conducting new recruiting processes (Rahayu et al., 
2019). Thus, it illustrates an outstanding management style can make employees more 
committed and appreciate their work.  
 
5. Conclusion 
 
According to the correlation analysis study findings, organizational commitment and job 
satisfaction have a positive and strong relationship. It is anticipated that this study has 
provided a better perspective for PKNS management in terms of assisting organizations 
in continuing to plan and create ways to improve the organizational commitment of 
employees as well as job satisfaction. Different strategies conducted regularly can help 
the organization to analyze and improve its level of management to accomplish the 
organizational goals. The result of this study highlighted the implications for the 
management of government and private sectors. Following the findings, this study will 
make the management of the organization acknowledge and understand the factors that 
can contribute to job satisfaction. In the meantime, this study contributes to the existing 
literature by offering actionable insights that can be utilized in developing human 
resource policies to enhance employee engagement and retention. It also provides 
comprehensive information that can help the management develop a committed and 
satisfactory work environment among employees. Effective and efficient management 
could produce a sense of belonging, ultimately leading to the reduction of turnover 
intention. For that reason, supportive management can influence the employees to stay 
longer and gain high satisfaction in the organization. Concerning the study, it provides 
some recommendations for future studies. Future studies are recommended to expand 
this study to other areas in Selangor, as this study was only conducted in Shah Alam. 
Future research can also explore more variables influencing organizational commitment 
and job satisfaction, as it will help them expand the study areas. 

 
 

Ethics Approval and Consent to Participate 
 
The researchers adhered to the ethical guidelines set by the Research Ethics Committee 
of UiTM (Ref. Number: REC/05/2021 (UG/MR/416)). All procedures involving human 
participants were conducted in compliance with the committee's standards, following the 
Declaration of Helsinki. Informed consent was obtained from all participants prior to their 
involvement. 
 
Acknowledgement 
 
We sincerely acknowledge the Selangor State Development Corporation for their valuable 
contributions and support in this study, which have been instrumental in facilitating our 
research and its successful completion. The data in this article was extracted from an 
undergraduate final-year thesis submitted to UiTM and has been refined to improve the 
quality and clarity of the writing. 
 
Funding 
 
This study was conducted without any external funding. 



Malaysian Journal of Social Sciences and Humanities (MJSSH) (e-ISSN : 2504-8562) 

© 2025 by the authors. Published by Secholian Publication. This article is licensed under a Creative 
Commons Attribution 4.0 International License (CC BY). 

9 

Conflict of Interest 
 
The authors declare that there are no conflicts of interest related to the research, 
authorship, or publication of this article and confirm that no potential conflicts exist. 

 
 

References  
 

Addae, H. M., & Boso, N. (2021). Job satisfaction, distributive justice, perceived absence 
legitimacy and the role of turnover intentions: an exploratory study in 
Ghana. International Journal of Organizational Analysis, 29(3), 801-822. 

Adnan Bataineh, K. (2019). Impact of work-life balance, happiness at work, on employee 
performance. International Business Research, 12(2), 99-112. 

Ahmad, M. F., & Safwan, N. S. Z. (2024). Comparative Analysis of Organizational 
Commitment Among Sports Graduates in the Public and Private Sector. Malaysian 
Journal of Sport Science and Recreation, 20(1). 

Ahmad, M. F., Safwan, N. S. Z., Salamuddin, N., Surat, S., Basar, A., Hussain, R. N. J. R., Rajli, 
M. A., Lamat, S. A., Azemi, M. A., Hassan, M. H., Nazuri, N. S., & Suhaimi, S. S. A. (2023). 
Gender Differences in Organizational Commitment. Journal of Law and Sustainable 
Development, 11(8), e518. 

Ahmad, M. R., & Raja, R. (2021). Employee job satisfaction and business performance: the 
mediating role of organizational commitment. Vision, 25(2), 168-179. 

Aon (2017, November 1). Technology companies in Asia-Pacific ready to boost 2018 salary 
budgets to address rising employee turnover and strong demand for talent. 
https://apac.aonhewitt.com/home/about/media-room/press-releases/november-
2017 

Akinwale, O. E., & George, O. J. (2020). Work environment and job satisfaction among 
nurses in government tertiary hospitals in Nigeria. Rajagiri Management Journal, 
14(1), 71–92. https://doi.org/10.1108/ramj-01-2020-0002 

Aslam, B., Hu, J., Ali, S., AlGarni, T. S., & Abdullah, M. A. (2022). Malaysia's economic growth, 
consumption of oil, industry and CO 2 emissions: evidence from the ARDL 
model. International Journal of Environmental Science and Technology, 1-12. 

Aydogdu, S. (2011). An Empirical Study of the Relationship Among Job Satisfaction, 
Organizational Commitment and Turnover Intention. International Review of 
Management and Marketing, 1(3), 43–53. 

Bachri, F., & Solekah, N. A. (2021). Organizational Commitment as Mediating Variable of 
Employee Job Satisfaction Toward Turnover Intentions. INOBIS: Jurnal Inovasi Bisnis 
Dan Manajemen Indonesia, 4(2), 151–162. 
https://doi.org/10.31842/jurnalinobis.v4i2.174 

Beuren, I. M., dos Santos, V., & Theiss, V. (2022). Organizational resilience, job satisfaction 
and business performance. International Journal of Productivity and Performance 
Management, 71(6), 2262-2279. 

Cherian, S., Alkhatib, A. J., Aggarwal, M., & Cherian, S. (2018). Relationship between 
Organizational Commitment and job satisfaction of Nurses in Dubai Hospital. Journal 
of Advances in Social Science and Humanities, 4(1), 36373–36400. 

Cohen, J., Cohen, P., West, S. G., & Aiken, L. S. (2013). Applied multiple 
regression/correlation analysis for the behavioral sciences. Routledge. 

Eslami, J., & Gharakhani, D. (2012). Organizational Commitment and Job Satisfaction. 
ARPN Journal of Science and Technology, 2(2), 138–161. 
https://doi.org/10.4018/978-1-61350-207-5.ch008 

Faeq, D. K., & Ismael, Z. N. (2022). Organizational Culture as a mediator between Employee 

https://apac.aonhewitt.com/home/about/media-room/press-releases/november-2017
https://apac.aonhewitt.com/home/about/media-room/press-releases/november-2017
https://doi.org/10.1108/ramj-01-2020-0002
https://doi.org/10.31842/jurnalinobis.v4i2.174
https://doi.org/10.4018/978-1-61350-207-5.ch008


Malaysian Journal of Social Sciences and Humanities (MJSSH) (e-ISSN : 2504-8562) 

© 2025 by the authors. Published by Secholian Publication. This article is licensed under a Creative 
Commons Attribution 4.0 International License (CC BY). 

10 

Dissatisfaction and Turnover Intention. International Journal of English Literature 
and Social Sciences, 7(5), 095–110. https://doi.org/10.22161/ijels.75.17 

Ismail, N. (2012). Organizational Commitment and Job Satisfaction Among Staff of. J, 
37(2), 43–61. 

Krejcie, R. V., & Morgan, D. W. (1970). Determining Sample Size for Research Activities. 
Educational and Psychological Measurement, 30(3), 607–610.  

Kumari, K., Ali, S. B., & Abbas, J. (2021). Examining the Role of Motivation and Reward in 
Employees' Job Performance through Mediating Effect of Job Satisfaction: An 
Empirical Evidence. International Journal of Organizational Leadership, 10(4). 

Kurniawaty, K., Ramly, M., & Ramlawati. (2019). The effect of work environment, stress, 
and job satisfaction on employee turnover intention. Management Science Letters, 
9(6), 877–886. https://doi.org/10.5267/j.msl.2019.3.001 

Kustiawan, U., Marpaung, P. A. R. D. A. M. E. A. N., Lestari, U. D., & Andiyana, E. (2022). The 
effect of affective organizational commitment, job satisfaction, and employee 
engagement on job happiness and job performance on manufacturing company in 
Indonesia. WSEAS Transactions on Business and Economics, 19(52), 573-591. 

Lee, L. M., Gan, S. W., & Chia, Y. S. (2023). Investigating the Effects of Work-Family Conflict 
on Turnover Intention of ICT Employees in Malaysia. Makara Human Behavior 
Studies in Asia, 27(1), 28-36. 

Loan, L. T. M. (2020). The influence of organizational commitment on employees’ job 
performance: The mediating role of job satisfaction. Management Science Letters, 10, 
3307–3312. https://doi.org/10.5267/j.msl.2020.6.007 

Macdonald, S., & Maclntyre, P. (1997). The generic job satisfaction scale: Scale 
development and its correlates. Employee Assistance Quarterly, 13(2), 1-16. 

Meyer, J. P., & Allen, N. J. (1997). Commitment in the workplace: Theory, research, and 
application. Sage. 

Meyer, J. P., Allen, N. J., & Smith, C. A. (1993). Commitment to Organizations and 
Occupations: Extension and Test of a Three-Component Conceptualization. Journal 
of Applied Psychology, 78(4), 538–551. 

Nahak, M., & Ellitan, L. (2022). Organizational commitment and organizational 
sustainability. International Journal of Trend in Scientific Research and 
Development, 6(4), 604-609. 

Rahayu, M., Rasid, F., & Tannady, H. (2019). Effect of Career Training and Development on 
Job Satisfaction and its Implications for the Organizational Commitment of Regional 
Secretariat (SETDA) Employees of Jambi Provincial Government. International 
Review of Management and Marketing, 9(1), 79–89. 

Rizkina, S., & Nasution, L. (2024). The Effect of Organizational Commitment On Job 
Satisfaction of South Tapanuli Regency DPRD Secretariat Employees. Jurnal Focus 
Manajemen UPMI, 1(01), 73-81. 

Saraih, U. N., Aris, A. Z. Z., Karim, K. M., Samah, I. H. A., Sa'aban, S., & Mutalib, S. A. (2017). 
Relationships between organizational commitment, OCB, organizational justice and 
turnover intention: Evidence from educational institution in Malaysia. Review of 
Integrative Business and Economics Research, 6(2), 64. 

Silitonga, N., Novitasari, D., Sutardi, D., Sopa, A., Asbari, M., Yulia, Y., Supono, J., & Fauji, A. 
(2020). The Relationship of Transformational Leadership, Organizational Justice 
and Organizational Commitment: a Mediation Effect of Job Satisfaction. Journal of 
Critical Reviews, 7(19), 89–108. http://www.jcreview.com/?mno=101999 

Silva, P., Moreira, A. C., & Mota, J. (2023). Employees' perception of corporate social 
responsibility and performance: the mediating roles of job satisfaction, 
organizational commitment and organizational trust. Journal of Strategy and 
Management, 16(1), 92-111. 

https://doi.org/10.22161/ijels.75.17
https://doi.org/10.5267/j.msl.2019.3.001
https://doi.org/10.5267/j.msl.2020.6.007
http://www.jcreview.com/?mno=101999


Malaysian Journal of Social Sciences and Humanities (MJSSH) (e-ISSN : 2504-8562) 

© 2025 by the authors. Published by Secholian Publication. This article is licensed under a Creative 
Commons Attribution 4.0 International License (CC BY). 

11 

Syakur, A., Susilo, T. A. B., Wike, W., & Ahmadi, R. (2020). Sustainability of Communication, 
Organizational Culture, Cooperation, Trust and Leadership Style for Lecturer 
Commitments in Higher Education. Budapest International Research and Critics 
Institute (BIRCI-Journal): Humanities and Social Sciences, 3(2), 1325–1335. 
https://doi.org/10.33258/birci.v3i2.980 

Ștefan, S. C., Popa, Ș. C., & Albu, C. F. (2020). Implications of Maslow’s hierarchy of needs 
theory on healthcare employees’ performance. Transylvanian Review of 
Administrative Sciences, 16(59), 124-143. 

Taber, K. S. (2018). The Use of Cronbach’s Alpha When Developing and Reporting 
Research Instruments in Science Education. Research in Science Education, 48(6), 
1273–1296.  

Winkelhaus, S., Grosse, E. H., & Glock, C. H. (2022). Job satisfaction: An explorative study 
on work characteristics changes of employees in Intralogistics 4.0. Journal of 
Business Logistics, 43(3), 343-367. 

Yean, T. F., Johari, J., Yahya, K. K., & Chin, T. L. (2022). Determinants of job dissatisfaction 
and its impact on the counterproductive work behavior of university staff. SAGE 
Open, 12(3), 21582440221123289. 

 

https://doi.org/10.33258/birci.v3i2.980

