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Jean Davis dan Maria McDuffie telah bekerja sebagai customer 

service representatives di McDuffie Technologies selama 2 tahun ini. 

Jean sangat mencintai pekerjaannya dan ingin terus bekerja di Fuller 

sampai masa pensiun 10 tahun mendatang. Sementara itu, Maria 

membenci pekerjaannya, dan menggunakan semua hari cuti yang 

dia miliki, dan akan meninggalkan pekerjaan ini walaupun dia 

memperoleh pekerjaan lain dengan gaji yang sama. 

Darnell Johnson, Direktur HR pada Simmons Enterprises merasa 

frustasi karena perusahaannya memiliki angka turnover (resign) yang 

tinggi. Yang lebih membuat frustasi adalah karena karyawan 

tersebut bekerja di Simmons hanya untuk mencari pengalaman 

tertentu sampai akhirnya pindah ke Raynes Manufacturing dengan 

gaji yang lebih rendah. 



 

job  satisfaction  
 the attitude an 

employee has toward 
her job organizational commitment  

 the extent to which an 
employee identifies with 
and is involved with an 

organization 





Satisfied employees tend to 
be committed to an 
organization (Cooper-Hakim 
& Viswesvaran, 2005) 

Employees who are satisfied and committed are 
more likely to attend  work (Hackett, 1989) 

Employees who are satisfied and committed are 
more likely to stay with an organization (Tett & 
Meyer, 1993) 

Employees who are satisfied and committed are 
more likely to arrive at work on time 
(Koslowsky, Sagie, Krausz, & Singer, 1997) 

Employees who are satisfied and committed are 
more likely to perform well (Judge, Thoresen, 
Bono, & Patton, 2001) 

Employees who are satisfied and committed are 
more likely to engage in behaviors helpful to 
the organization (LePine, Erez & Johnson, 2002) 



• Most commonly affect 

job satisfaction : 

– Pay 

– Supervision 

– Coworkers 

– Work 

– Promotion 

opportunities 

 

• Others : 

– Equipment 

– Work facilities 

– The worksite 

– Company policy 

 

 



(Meyer & Allen, 1997) 
 

is the extent to 
which an 
employee FEELS 
OBLIGATED to the 
organization and, 
as a result of this 
obligation, must 
remain with the 
organization. 

NORMATIVE C. 

3 is the extent to 
which an employee 
believes she MUST 
REMAIN with the 
organization due to 
the time, expense, 
and effort that she 
HAS ALREADY PUT 
into it or the 
DIFFICULTY she 
would have in 
finding another job. 

CONTINUANCE C. 

2 

AFFECTIVE C. 

is the extent to 
which an 
employee WANTS 
to remain with the 
organization, 
CARES about the 
organization, and 
is WILLING TO 
EXERT effort on its 
behalf. 
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Antecedents and Consequences of 
Job Satisfaction and Organizational Commitment 



Individual differences 

Genetic 
Predispositions 

(example : twins) 

Core-Self 
Evaluations 

(Personality) 

Culture  
(US vs Europe vs 

Asia vs Africa) 

Intelligence  
(too smart is ok?) 

JOB  
SATISFACTION 



 

 



 

 

An employee’s 
expectations ARE 

NOT MET! 

LOWER JOB 
SATISFACTION 

DECREASED 
ORGANIZATIONAL 

COMMITMENT 

AN INCREASED 
INTENT TO LEAVE 

THE ORGANIZATION 

Wanous, Poland, Premack, and Davis (1992) 

[ difference between how much of something there should be  
and how much there ‘is now’ ] 



 

 

An organization HAS NOT 
FULFILLED its promises and 
obligations (psychological 
contracts) to an employee 

LOWER JOB 
SATISFACTION 

DECREASED 
ORGANIZATIONAL 

COMMITMENT 

AN INCREASED 
INTENT TO LEAVE 

THE ORGANIZATION 

Zhao, Wayne, Glibkowski, and Bravo (2007) 

[ difference between how much of something there should be  
and how much there ‘is now’ ] 



 

 

VALUES 
 

 INTERESTS 
 

PERSONALITY 
 

LIFESTYLE 
 

SKILLS 

VOCATION 

J  O  B 

ORGANIZATIONS 

COWORKERS 

SUPERVISORS 

SCHEDULE 

REWARDS, SALARY 



 

Faces Scale 
Job 

Descriptive 
Index (JDI) 

Minnesota 
Satisfaction 

Questionnaire 
(MSQ) 





Nature of the 
work itself 

Fascinating 

Boring 

Can see 
results 

Compensations 
and Benefits 

Fair 

Well-paid 

Bad 

Attitudes 
towards 

supervisor 

Knows job 
well 

Not supervise 
enough 

Around when 
needed 

Relations with 
Co-workers 

Stimulating 

Unpleasant 

Smart 

Promotion 
Opportunities 

Good 
opportunities 

Promotion on 
ability 

Infrequent 
promotions 



There are 5 rating scales that include: 
5 = Extremely Satisfied  |  4 = Very Satisfied  |  3 = Satisfied  |  2 = Somewhat Satisfied  |  1 = Not Satisfied 

 

20 questions of Minnesota Satisfaction Questionnaire (MSQ) Short Form: 

1. The chance to work alone on the job . 

2. The chance to do different things from time to time. 

3. The chance to be “somebody” in the community. 

4. The chance to do things for other people. 

5. The chance to tell people what to do. 

6. The chance to try my own methods of doing the job. 

7. The chance to do something that makes use of my abilities. 

8. The chances for advancement on this job. 

9. Being able to keep busy all the time 

10. The competence of my supervisor in making decisions. 

11. Being able to do things that don’t go against my conscience. 

12. The way my job provides for steady employment. 

13. The way company policies are put into practice. 

14. The way my boss handles his/her workers. 

15. The way my co-workers get along with each other. 

16. My pay and the amount of work I do. 

17. The freedom to use my own judgment. 

18. The working conditions and environment. 

19. The praise I get for doing a good job . 

20. The feeling of accomplishment I get from the job. 



 

The Allen and 
Meyer survey  

: 24- items 

Organizational 
Commitment 
Questionnaire 

(OCQ)  

: 15-items 

Organizational 
Commitment 
Scale (OCS)  

: 9-items 



Antecedents and Consequences of 
Job Satisfaction and Organizational Commitment 



 

 



 

• Linking Attendance to Absenteeism 

• Rewards for Attending 

– Financial incentives [well pay / financial bonus / games ] 

– Time off [ paid time off program (PTO) or paid-leave bank (PLB) ] 

– Recognition programs 

• Discipline Absenteeism 

• Clear Policies and Better Record Keeping 

• Increasing Attendance by Reducing Employee Stress 

• Increasing Attendance by Reducing Illness 

• Reducing Absenteeism by Not Hiring “Absence-Prone” Employees 

• Uncontrollable Absenteeism Caused by Unique Events 

 



 

• Cost of Turnover 

• Reasons for Turnover : 

– Unavoidable reasons 

– Advancement 

– Unmet needs 

– Escape 

– Unmet expectations 



 

• Reducing turnover : 

– Conduct realistic job previews during the recruitment stage. 

– Select employees who have been referred by a current employee, who have 
friends and/or family working for the organization, and who did not leave 
their previous job after only a short tenure. 

– Look for a good person/organization fit during the selection interview.  

– Meet employee needs (e.g., safety, social, growth). 

– Mediate conflicts between employees and their peers, supervisors, and 
customers.  

– Provide a good work environment. 

– Provide a competitive pay and benefits package.  

– Provide opportunities to advance and grow. 

 



 

• Behaviors aimed at INDIVIDUALS : gossip, 
playing negative politics, harassment, incivility, 
workplace violence, harassment, and bullying. 

• Behaviors aimed at THE ORGANIZATION : theft 
and sabotage. 



 

• Employees who engage in organizational citizenship behaviors 
(OCBs) are motivated to help the organization and their 
coworkers by doing the “little things” that they are not 
required to do.  

• Examples  :  
– staying late to get a project done 

– helping a coworker who is behind in her job 

– mentoring a new employee 

– volunteering for committees 

– flying in coach when the employee might be entitled to first-class. 





THANK YOU! 


