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Abstract: The study examines the mfluence of various dimensions of job satisfaction and ethical behavior on
organizational commitment. A total of 186 completed and useable questionnaires from Malaysian employees
in various sectors were obtained. Analysis from the stepwise regression highlighted that only satisfaction with
pay and co-workers were significant predictors towards organizational commitment. Other job satisfaction
dimensions (satisfaction with supervision and work) and ethical behaviors dimensions (co-workers, successful
managers) were not a significant contributor towards organizational commitment. The study concluded with
discussion on managerial implications and direction for future research.
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INTRODUCTION

Globalization, technological advancement as well as
evolving business ethical practices continue to influence
organizations  all
organizations realize that the retention of employee

around the world. Successful
with higher organizational commitment is a source of
competitive advantage in sustaining their growth and
leaderships in the market place. Many companies are
facing intensive challenge in improving employees job
satisfaction and orgamizational commitment in their quest
to retain these talents in their orgamzations. The aim
of this study is to further understand and analyze the
dimensions of job satisfaction and ethical behaviors

toward orgamzational commitment in Malaysia.

Literature review: This study will explore two important
constructs, job satisfaction and ethical behavior believed
to have significant impact on organizational commitment.
Several distinctive factors stemming out from each
identified and studied.
Organizational commitment 1s defined as an individual’s

dimension will also be
willingness to contribute their efforts and loyalty to an
organization (Kouvonen ef al, 2005). According to
Mowday et al. (1982), organmizational commitment 1s
identified by three characteristics:

¢ A strong desire to remain a member of the
organization

» A strong belief in and acceptance of the values and
goals of the organization
+ A readiness to exert considerable effort on behalf of
the organization
Job satisfaction is an analysis of employees
decisions about thewr labour force participation whether
to stay on at a job or to quit and how much effort to
contribute to their job. Ethical behavior looks at the
employees workplace behavior or conduct as a reflection
of the organizational procedures, policies and practices
with moral consecquences (Cullen ez al., 2003).

Relationship between satisfaction with pay and
organization commitment: According to Miceli and Lane
(1991), pay satisfaction 1s the mdividuals overall amount
of positive or negative affect (or feeling) toward their pay
from their workplace. Formally, the word pay refers to all
forms of compensation which evolved from both
direct cash payments (e.g., salary) and indirect noncash
payments (e.g., benefits). According to Discrepancy
Theory (Lawler, 1971, 1981), the primary factor of pay level
satisfaction is the discrepancy between the pay that
should be received and the amount of pay actually
received. BEmployees will be satisfied with their pay when
their perceived amount of pay that should be received and
perceived amount of pay received is equal. Negative
correlation between pay satisfaction and turnover rate
has been demonstrated by many studies (Jaros, 1997,
Mathieu and Zajac, 1990). Tn addition, Williams and Hazer
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(1986), also suggested that organizational commitment
being positively related to pay satisfaction. A sense of
pay equity can increase employment and job satisfaction
(Agho et al., 1993; Witt and Nye, 1992; Berg, 1991) and
satisfaction with the organization which then contribute
to a higher level of organizational commitment
(Alexander and Ruderman, 1987; Ronen, 1986). Thus, this
has led the researchers to hypothesize:

* H,: satisfaction with pay will have a significant
positive impact on organization commitment

Relationship between satisfaction with co-workers and
organization commitment: Interpersonal relationships in
workplace have a great impact toward employees overall
job satisfaction which contribute to the pleasure in
employees job. Social support from co-workers is
identified, as an important predictor of job satisfaction,
perceived stress and perceived likelihood of leaving the
organization (Hatton and Emerson, 1993). Employees
perspectives regarding the quality of interpersonal
relationship with co-workers have been positively
correlated with overall job satisfaction among the
professionals in multinational corporations (Raabe and
Beehr, 2003); factory workers in Mexico (Peterson et al.,
2003), employees of small company (Riordan and Griffeth,
1995); blue-collar workers in work teams (Hodson, 1997);
staff at educational mdustry (Paoline et al, 2006},
child-care workers (Jorde-Bloom, 1988) and many other
professionals and working class mdividuals in various
industries (Morgeson and Humphrey, 2006).

Harmer and Findlay (2005) examined the relationshup
between workplace friendship and job satisfaction. The
researchers noted that there will be motivation for
employees, if positive social connections are established
n the place of work. Lee and Ashforth (1996) suggested
that employees who had social support from co-workers
and autonomy from supervisors were less likely to
experience job dissatisfaction. The researchers, also
reported that when service workers feel stressed and the
working environment has no adequate emotional support,
the workers may begin distancing themselves from the job
unconsciously and level of organizational commitment
continues to be lower. Based on these findings, the study
therefore posits that:

+ H, satisfaction with co-workers will have a
sigmficant positive 1mpact on orgamzation
commitment

Relationship between satisfaction with supervision and
organization commitment: According to Williams (2002),
the main reason people leave their organizations is
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because they are being treated poorly by their
supervisors. Those who remain i their jobs while working
for poor supervisors tends to have lower job satisfaction,
lower orgamzational commitment, higher conflict between
work and family and psychological distress (Tepper,
2000). Spmelli and Canavos (2000) suggested that a
chance to participate in decision-making to have equal
opportunities for tramning to receive equal benefits and to
get quick responses from their immediate supervisors can
significantly enhance employees satisfaction with their
supervision. In addition Brown and Peterson (1993),
highlighted that supervisors treatment will positively
affect employees overall job satisfaction. Shaw (1999)
claimed that the relationship between employees job
satisfaction with their supervision and organizational
commitment reflects an inverse relationship.
Consecutively, Mobley (1977) argued that organizations
close supervision will directly lead to high turnover rate
in an organization. Therefore, it is hypothesized that:

» H;: satisfaction with supervision will have a
sigmficant positive impact on orgamzation
commitment

Relationship between satisfaction with work and
organization commitment: Mowday et al. (1982)
indicates that a variety of work role may affect
employee’s commitment towards their organization. Three
component of this work-role includes job scope or
challenge, role contlict and role ambiguity. In addition, the
characteristics of the job itself, i.e., task significance, task
skall variety, autonomy and feedback can also affect the
level of commitment among employees through reduced
turnover and absenteeism.

Autonomous jobs allow mndividuals to make more
decisions on their own, control the speed of their work
and have more freedom (Schweplker, 1999). Similarly,
challenging and non-routine work may be associated with
occupational roles in which individuals possess greater
self-directedness, power and control (Kohn and Carmi,
1973). Work roles allow individuals to experience and
express their own values, goals, gain personal and social
rewards (Pearlin, 1983). This leads to the hypothesis that:
s+ H,: satisfaction with work will have a significant
positive impact on orgamzation commitmernt

Relationship between ethical behavior of co-workers
and organization commitment: Based on the social
information-processing theory, co-workers are important
source of information from employees immediate social
environment because when looking at how to do a job,
co-workers are the most immediate source of information;
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there is an increased reliance on work groups, thus
making co-worker exchanges influential and less
independent when getting a job done (Parker, 2007);
co-workers communicate frequently due to time
constrains, proximity, etc. (Cole et «l, 2002). Thus,
co-workers ethical behavior serve as an important
model of employees attitudes and behaviors toward
therr interpretations on ethical or unethical behaviors
(Salancik and Pfeffer, 1978). Baumeister et ol (2001),
also suggested that job satisfaction decreases because of
their co-workers negative or unethical behaviors and
mcreases in job satisfaction driven by positive or ethical
behaviors.

O’Fallon and Butterfield (2005) proposed that peer
influence on ethical behavior will have a significant impact
on employees orgamzational commitment. Co-workers
often serve as role models for others and their actions
will definitely been followed by those newly jomed
employees. Thus, this will create norms for the worlplace.
The more the mdividuals acknowledge peers engage in
unethical behavior, the more likely they will engage in the
same or siunilar activities (Jones and Kavanagh, 1996;
Keith et al., 2003). These individuals are highly sensitive
to peer’s influence because they are more likely to place
a strong emphasis on their social environment and seek
ways to distinguish appropriate from inappropriate
behavior from what they learned at the social environment
(Kohlberg, 1969). Furthermore, observing unethical peer
behavior may also lead employees to feel that they are at
a disadvantage, prompting unethical behavior to level the
playing field or to prevent one from falling behind. These
will dramatically lower overall employees organizational
commitment. Thus, this has led the researchers to
hypothesize:

« H,: ethical behavior of co-workers will have a
significant  positive impact on organization
commitment

Relationship between ethical behavior of managers and
organization commitment: One of the main factors
affecting the ethical behavior of employees 1is the role that
managers play within the organizational climate (Peterson,
2002). Leadership mvolves the ability to mfluence others
(Maxwell, 2005). Brown et al. (2005) defined ethical
leadership as the demonstration of appropriate conduct
via interpersonal relationships and personal actions.
When employees are treated with respect and faimess,
their commitment toward the organization is strengthened.
Peterson (2002) suggested that the ethical climate of an
organization is linked directly to the employees positive
behavior and also to the range of negative work behavior
including absenteeism and tardiness. Negative workplace

283

.i‘;lthp;' L Ethical behuvior
« With co-workers > Organizational L :Cszceuﬂ:s

+ With qupetvision ‘managers

+ With work

Fig. 1: Conceptual model

relationships and unethical behaviors will impact the
level of job satisfaction, organizational commitment and
turnover intentions. According to Nelson and Quiclk,
behavior the of job
dissatisfaction. Employees claimed to prefer ethical
organizations (Jose and Thibodeaux, 1999) which
proposed that managers awareness of an ethics code
may enhance employees organizational commitment
(Fritz et al, 1999). Based on Trevino et al. (1998),
employees who perceived that the orgamzation supports
and encourages ethical conduct are more committed
to their organization. Therefore, the
hypothesize that:

unethical influence level

researchers

¢+  H; ethical behavior of senior managers will have

a significant positive impact on organization
comimitment

Conceptual model: The main objective of the study is to
investigate if organization commitment is affected by the
various dimensions of job satisfaction and ethical
behavior. The model depicted in Fig. 1, relates to the
independent and dependent variables without any
intervening variables. The model consists of two
constructs with several dimensions that researchers posit
to have an effect on organizational commitment. The
hypothesized relationships between these variables are
llustrated in Fig. 1.

MATERIALS AND METHODS

Sampling design and procedures: A self-administered
questionnaire swrvey was distributed using convenient
sampling to collect the empirical data. The target
population comprises of Malaysian employees who work
within Klang Valley, Malaysia. Klang Valley is where the
capital city of Malaysia, Kuala Lumpur 1s located. A total
of 240 questionnaires were distributed. After data
cleamng and editing, the final count of questionnaires
with no missing values for all variables under analysis
was 186, representing a response rate of 77.5%. Table 1
reported the demographic profiles of the respondents.
There were 43.5% male and 56.5% female respondents.
About 38.2% of the respondents were <25 age group
followed by 39.8% from the 25-34 age groups, giving a
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Table 1: Demographic profile of respondents

Table 2: Respondents work experience and general information

Respondents (N = 186) Respondents

Demographic variables Number Percentage Working experience and general information  Number Percentage
Gender Total job experience (years)
Male 81 43.5 <1 20 10.8
Female 105 56.5 1-3 55 29.6
Age (years) 4-6 38 20.4
<25 7 382 7-9 27 14.5
25-34 74 39.8 =10 46 24.7
35-44 26 14.0 Working period in current company (years)
45-54 10 5.4 <1 49 26.3
55 5 2.7 1-3 77 41.4
Monthly income (RM) 4-6 41 22.0
<1,000 16 8.6 7-9 8 43
1001-3000 75 403 10 and above 11 5.9
3001 -5000 50 26.9 Respondents intention to leave current employment
5001-7000 26 14.0 Yes 63 339
7001-9000 6 32 No 123 66.1
0000 13 7.0 It is my responsibility te ensure ethical behavior in my company
Education level Yes 168 90.3
SPM 19 10.2 No 10 S.4
STPM/Diploma 38 20.4 Not sure 8 4.3
Bachelor 114 61.3 Reasons why people leave their current employment
Master 14 75 Salary structure 156 423
Doctorate 1 0.5 Insufficient employee empowerment 60 124
Industry Management issues 76 20.7
AccountingFinance 35 188 Working environment 76 20.7
Admin/HR 28 151
Sales/Marketing 36 19.4 Table 3: Reliability of organizational commitment, satisfaction and ethical
Services 23 12.4 behavior
Computing/IT 28 15.1 Construct Cronbach alpha No. of items
Engineering 1 5.9 Organisational commitment 0.807 12
Manufacturing 5 2.7 Satisfaction
Health care 6 32 With pay 0.841 10
Others 14 7.5 With co-workers 0.932 10

With supervision 0.894 10
total of 78% of total respondents. About 67.2% of the \gtlhm work 0893 6

ical behaviour

respondents earned RM1,001-5,000 per month, about 14% Co-workers 0.741 6
earned RMS3,001-7,000 while 10.3% earned >RM7,000.  Successful managers 0.728 3
There were 61.3% of the respondents who attained a
bachelor degree, 7.5% were with a master degree and only study, the survey instrument of organizational

one person had a PhD qualification. The respondents
came from various types of industry with top three bemng
sales/marketing (19.4%), accounting/finance (18.8%) and
admin/HR and computing/IT (15.1% each).

Table 2 reported the working experience and some
general information about the respondents. With regards
to the total job experience, as well as working period in the
current company, the majority had about 1-3 years of job
experience. A total of 66.1% responded that they do not
have the intention to leave their current job at the
moment. An overwhelming 90.3% of the respondents
indicated that it was their responsibility to ensure ethical
conduct in their own organization. Finally, many were of
the opinion (42.3%) that the main reason why employees
leave, their current employment was due to the current
unsatisfactory salary structure offered by the company.

Operational definitions of variables: In order to obtain
reliable mformation from the respondents, established and
validated scales were selected for data collection. In this
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commitment (12 items) was adopted by Meyer and
Allen (2004); satisfaction with pay (10 items) by
Heneman and Schwab (1985) and Blaul (1994); satisfaction
with co-workers (10 items) by Cellucci and Devries
(1978) and Spector (1997), satisfaction with supervision
(10 1tems) by Salyor (1984); satisfaction with work
(6 items) by Cellucci and Devries (1978) and
Brayfield and Rothe (1951) and finally, ethical behaviors
of co-workers (6 items) and ethical behavior of successful
managers (5 items) by Hunt ef al. (1984). A survey
instrument was composed based on the measurement
items plus items designed to collect respondent
demographics. All questions were measured on a
5 point Likert scale ranging from 1 (strongly disagree) to
5 (strongly agree) where respondents indicated their
degree of agreement or disagreement with a series of
statements. Table 3 reported a reliability analysis of
Cronbach alphas for all the constructs. The results
indicated a high degree of internal consistency which
concurs with Numnally’s 0.70 cut-off pont.
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RESULTS AND DISCUSSION

Data analysis: The relationship between the various
dimensions of job satisfaction and ethical behaviors
with organizational commitment were
through a stepwise regression analysis. The result
shown m Table 4 indicated that there were a significant
positive relationship between satisfaction with pay,
with organizational
commitment. Therefore, H, and H, were supported.
As H,-H,, the results indicated that there
were no significant relationship between satisfaction with
supervision, satisfaction with work, ethical behaviors
of co-workers and ethical behaviors of
managers with organizational commitment (p=>0.05). The
value of R’ indicated that 47.3% of the independent
variables contributed to the dependent variable of
organizational commitment.

Satisfaction with pay is found to have the strongest
impact on organization commitment with the p = 0.522,
p<0.05. This 1s supported by Ransdtad Momtor (2012),
quarter 2 report which claimed that 62% Malaysian
employees consider a good salary 1s more important than
job satisfaction. In addition, respondents age range and
working experiences also play a significant role in
contributing to mentioned earlier result. Majority of the
respondents in this research study are in the age range of
25-34. Due to their young age, these respondents tend to
have lesser working experiences resulting in them falling

determined

satisfaction co-workers and

for

successful

under the lower income group. However, the spending
power of Malaysian employees in tlhis age range 1s
relatively high compared to other employees in different
age ranges (Molhlis, 2009). Thus, this has contributed to
mentioned earlier supported hypothesis as respondents
tend to perceived that pay satisfaction must be fulfilled as
to meet their mcreasing daily needs and wants i order for
them to remain their organizational commitment.
Satisfaction with co-workers, also has a positive
and significant impact on organization commitment with
the B 0251, p=0.05. This finding is supported by

Table4: Stepwise regression between various aspects of job satisfaction and
cthical behaviors with organizational commitment
Dependent variable
(Organizational commitment)

Independent variables 8 1 Sig. QOutcome
Satisfaction with pay 0.522 8107 0.000 Supported
Satistaction with co-workers 0251 3903 0.000 Supported
Satistaction with supervision 0.087 1.320 0.189 MNot supported
Satisfaction with work 0.118 1.548 0.123 Not supported
FEthical behaviors of co-workers  0.091  1.454  0.148 Not supported
Ethical behaviors of successful ~ 0.018 0.210  0.771 Not supported

managers

R?=0473;, F=78.578
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Hutton and Jobe (1985). According to researchers when
employees become dissatisfied with their jobs resulting in
lower orgamzational commitment, it 15 most hkely that
they will actively engage mn increased criticism of their
co-workers. Tt is common and normal that employees
hope
satisfaction with co-workers whom they spend most of

to have satisfaction in their work, especially

the ttme with. Job satisfaction increase when employees
receive adequate co-workers support (Karasek and
Theorell, 1990).

Result reveals that satisfaction with supervision has
no significant effect on orgamzation commitment. The age
range and job experience of respondents may have
contributed to mentioned earlier result. For this research
study, majority of respondents (78%) are between the
ages of 25-34 years old. These respondents are more
likely to be fresh graduates. As a result, they might not
find direct relationship or impact between satisfaction
with supervision and orgamzational commitment as
they are more willing to obey or follow the supervisors
instructions. Malaysia as a high power distance country,
employees believe that bosses and subordinates are
fuindamentally different kind of people; employees should
be dependent on thewr supervisors. Thus, employees
tend to blindly follow their supervisors instruction,
even though they might not agree or satisfy with their
supervision. In the end, this will not affect Malaysian
employees overall organizational commitment.

The results revealed that satisfaction with work has
no impact towards orgamzation commitment. Satisfaction
with work turns out to be a predictor of job satisfaction
but not of Malaysian employees commitment towards
their organizations. Hence, higher satisfaction with work
would tend to elicit greater job satisfaction but not higher
levels of organizational commitment among employees in
Malaysia. Perhaps, employees in Malaysia are forced to
remain in their existing organizations due to the low
employment rate among global standards, increasing
inflation rate and increasing use of expatriates in
Malaysia, regardless of the working environment.

CONCLUSION

Findings from this research show no evidence that
ethical behavior of co-workers will sigmficantly impact
orgamizational commitment. This can be explained by a
study conducted on marketing practitioners across IS,
Malaysia and Australia (Peppas, 2002). The study found
that older employees tend to perceive business ethic
differently from younger person. As employees get older,
they tend to behave based on moral principles and
pay more attention toward their co-workers ethical
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behaviors. However, majority of the respondents for this
research study are relatively young. Thus, respondents
might not be too concerned with their co-workers ethical
behavior and it will not affect ther commitment
towards the organizations. Therefore, it would not be
inconceivable to explain that employees who see their
co-workers ethical behaviors may in fact be more
committed to their organization

The result also revealed that ethical behavior of
managers  has significant  impact  towards
organizational commitment. According to Peterson
(2002), the nature of ethical dilemma may be one of the
possibilities to explain the failure of cbserving a
significant impact between ethical behavior of managers
and organizational commitment. Besides, Malaysia 1s a
high context country. Employees tend to rely a lot on
underlying unspoken context and their communication is
usually not taken at face value. Therefore, employees in
Malaysia are less likely to whistle blow the unethical
behavior of their managers. Most employees mdicated
that they have witnessed unethical behavior, however
they are not willing to report the behavior to the
authorities (Burton and Near, 1995), especially if the peer
15 a friend. In other words, regardless of whether their
managers engage in ethical or unethical behavior,
employees in Malaysia will still stay with their existing
organizations.

no

IMPLICATIONS

Based on the findings of the research study,
satisfaction with pay ranks, as the most important variable
that impacts the overall orgamzational commitment. Many
organizations will have to embrace the fact that employees
salary 15 a major factor in attracting and retaining talented
employees mn Malaysia. It 1s, therefore, crucial for
organizations to review its pay policy and to address any
dissatisfaction that current employees may have with its
existing pay structure in order to eliminate low
organizational commitment among its highly valued
employees.

The study, also found that employees tend to have
higher orgamzational commitment if they are satisfied with
their co-workers. By comparison, orgamzations which
have a weak cooperative working environment among its
employees tend to have high turnover rate. Thus, it 1s
essential for orgamzations to create and promote a
working environment where co-workers often share
common work experiences and similar responsibilities
which results in an increase in employees emotional
support (providing positive interactions and trust toward
each other) and instrumental support (providing mutual
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support to accomplish work tasks) (Karasek and Theorell,
1990). Furthermore, orgamzations might experience greater
efficiency and effectiveness of work quality through
better satisfaction with co-workers in the orgamzation.
Once a strong working relationship among co-workers has
been established, organizations will begin to reap the
benefits of having higher organizational commitment
among its employees.

In contrast, though the ethical behavior of
co-workers and managers do not seem to impact
employees organizational commitment, ethics remain an
important factor in maintaining a good reputation of an
organization. In an orgamnization, co-workers and managers
ethical behavior directly impact how they behave.
According to Domnelly ef af. (1992), management’s ethical
misconduct will sigmificantly harm an orgamzation and
can tum out to be an extremely costly mistake for the
organization as a whole. As the Malaysian Code on
Corporate Governance, 2012 has been effective since
31 December, 2012 orgamzations are required to report
their compliance with the principles m their anmual
reports. Thus, orgamzations will need to look at making
business ethics training a must for all its employees. This
may have an impact on employees commitment level with
their organization in the long run.
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