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ABSTRACT 

The childcare sector has grown enormously over the years in Malaysia due to a growing number of women who join the paid labour. However, 

childcare owners had facing with the high job turnover rate among the employees and difficult to retain the employees for a long period. Therefore, 

the childcare centres should execute the internal market orientation (IMO) behaviour in order to attain the highly satisfied and committed employees 

towards the childcare centres. Moreover, to the researcher’s knowledge based on the literature review, till the date, there was a lack of study which 

investigated the mediation effect of employee job satisfaction (EJS) on the relationship between IMO behavior and employee organizational 

commitment (EOC) within childcare centres. Stranded by the Two Factor Theory-Herzberg and Equity Theory, and also based on literature, this 

study proposed a theoretical framework relating IMO behavior, EJS and EOC. A total of 360 front-line employees from registered childcare centres 

in 12 states from Peninsular Malaysia, representing a response rate of 72%, participated in this study. The researcher collected the data through self-

administered survey questionnaires. The study employed exploratory factor analysis (EFA) to conclude the construct validity. The hypotheses were 

tested using Multiple Regression Analysis with SPSS version 19.0. The findings showed that: (1) IMO behaviour had a positive relationship with 

EOC, (2) IMO behavior had a positive relationship with EJS, (3) EJS had a positive relationship with EOC, and (4) EJS had mediated the relationship 

between IMO behavior and EOC. Accordingly, it was strongly suggested by this study that if the childcare centers want to increase job satisfaction 

level and organizational commitment level among their employees, they should make efforts to execute IMO behaviour which was viewed by the 

employees as the important element in influencing their job satisfaction and then their organizational commitment toward the organization.  

Keywords: Internal Market Orientation Behaviour, Employee Job Satisfaction, Employee Organizational Commitment, Childcare Centres 

1. INTRODUCTION 

The childcare sector has grown tremendously over the years in 

Malaysia, due to the growing number of women who are joining the 

paid labour force (Omar, Abu, Sapuan, Aziz &Nazri, 2010). Statistic 

of labour force shows that labour force participate for female 

category has increased 0.1 percentage points from 38.3% in 2016 to 

38.4% percent in 2017 (Department Statistic of Malaysia, 2017). In 

fact, the number of childcare centres in Malaysia has been steadily 

increasing and is expected to continue to increase in the future. A 

good formal early childhood education is importance in contributing 

to the human capital building and to the nation’s growth (Chiam, 

2008), especially in achieving Vision 2020. Lately, many Malaysian 

childcare centres have been plagued with problems of well-being of 

children under their care. There have been occasions of children’s 

death that may have been caused by negligence of the childcare 

centres’ employees.These incidents and negligences could be due to 

poor commitment from the childcare centres’ employees. In addition, 

Cleveland, Gunderson and Hyatt (2003) stated that appropriate 

salary, working conditions and benefits are necessary to attract and 

retain committed employees.As a result, the childcare centres were 

difficult to retain the employees due to high employee turnover which 

is believed to have a connection with uncommitted employees 
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(Huntsman, 2008).According to Cleveland and Hyatt (2000), it was 

difficult for childcare centres to get the high level of employees’ 

organisational commitment since they offered low salaries and lack 

of other benefits.Uncommitted childcare employees resulted from 

lack of training and inadequate working conditions provided by 

childcare centres (Weaven& Grace, 2008).Similarly, Malaysian 

childcare centres also experience a high job turnover rate among their 

employees which resulted from lower organisationalcommittment 

(PersatuanTaskaNegeri Selangor, 2011; PersatuanPengasuhBerdaftar 

Malaysia, 2012).To date, there is a lack of studies that investigates 

the effects of internal market orientation on employee job satisfaction 

and employees’ organisational commitment within childcare 

centres.It is appropriate to conducting this research due to the issue. 

Next, research question is do the different aspects of internal market 

orientation have relationships with employees’ organisational 

commitment and employee job satisfaction, does employee job 

satisfaction have a relationship with employees’ organisational 

commitment and mediate relationships between the different aspects 

of internal market orientation and employees’ organisational 

commitment? The main objectives to investigate whether the 

different aspects of internal market orientation have relationships 

with employees’ organisational commitment and employee job 

satisfaction and mediating effect among internal market orientation 
and employees’ organisational commitment. 

 

2. LITERATURE REVIEW 

A. Employees’ Organisational Commitment 

Past research disclosed that employees’ organisational commitment 

has become the most essential item to the organisation; perhaps this 

finding would lead to an increase in studies on employees’ 

organisational commitment (Jamaludin, 2009). Albdour, A. A., 

&Altarawneh, I. I. (2014) said thathigh employees’job engagement 

can meaningfully affect employees’ continuance commitment. 

Furthermore, Kalkavan, S., &Katrinli, A. (2014) also identified that 

satisfaction with work has a positive effect on the career commitment 

and organisational commitment. In addition, Fu, W., & Deshpande, 

S. P. (2014) stated organisational commitment had significant direct 

impact on job satisfaction.Porter (2006) pointed out that employees’ 

organisational commitment is a vital link in identifying the success or 

failure of the organisation.Employees’ organisational commitment 

indicates a level of employee job satisfaction at their workplace 

(Allen & Meyer, 1990; Grigg, 2009; Messmer, 2006; Meyer & Allen, 
1988; Oliver, 1990). 

The view of organisational commitment has been identified in 

various modes in the literature.Hassan (2002) stressed that 

employees’ organisational commitment replicates the employee’s 

intention to turnover or remain in a certain organisation. Next, 

Employees’ organisational commitment is the connection with a 

certain organisation and recognition of its values and objectives 

(Padala, 2011; Porter, Steers, Mowday&Boulian, 2004).Bentein, 

Vandenberg, Vandenberghe and Stinglhamber (2005) and Grigg 

(2009) pointed out that employees’ organisational commitment is the 

progress of employees’ trust in their organisation, which is shown by 

their willingness to engage in the organisation’s vision, mission and 

values. Grigg (2009) and McKay, Avery, Tonidandel, Morris, 

Hernandez and Hebl (2007) stated that employees’ organisational 

commitment correlates with the level to which the employee is 

psychologically involved in the organisation. Besides, Lee and 

Olshfski (2002) determined that employees’ organisational 

commitment was a four-facet construct, comprising commitment to 

their superior, commitment to their teamwork, commitment to their 
organisation and commitment to an identity that was set up in a job. 

Past studies like Herman (2005); Messmer (2006); and Porter (2006) 

conducted research that focused on three elements of employees’ 

organisational commitment: affective commitment, continuance 

commitment and normative commitment.Jamaludin (2009) conducted 

a research on organisational justice (distributive, procedural and 

interactional justice) and its relationship with employees’ 

organisational commitment (affective commitment, continuance 

commitment and normative commitment).Hence, this study intends 

to close the gaps in enriching studies on employees’ organisational 
commitment.  

B. Internal Market Orientation 

The root of internal market orientation can be traced to market 

orientation and also internal marketing concepts (McGrath, 

2009).Generally, internal market orientation seeks to provide stability 

between employees’ views of what they have given to their works 

and the views of what they will get from their works (Lings 

&Greenley, 2005).There are a few empirical researches for small-

sized organisations that provide the same results as the large 

organisations, which show the importance of implementing the 

internal market orientation in order to ensure their growth and long-

term survival (Inoguchi, 2011). In addition, Kara, Spillan and 

DeShieldsJr (2005) revealed the significant correlation between 

market orientation or internal market orientation and business 

performance in small-sized service retailers in the United 

States.Furthermore, according to Carlos Pinho, J., Paula Rodrigues, 

A., &Dibb, S. (2014), the result suggest that higher levels of market 

orientation result in both high levels of organisational commitment 
and organisational performance 

Based on an extensive review of the pertinent literature, there are 

many parallels among market orientation, internal marketing and 

internal market orientation, especially in their meanings (Berry, 1981; 

Gounaris, 2006; Jaworski&Kohli, 1993; Lings &Greenley, 2005). 

According to Lings (2004), internal market orientation can been 

defined as a completion of the marketing notion, which is 

concentrated on internal customers of the service organisation, or best 

known as employees.The internal customers (employees) are the 

main focus of internal market orientation, in contrast to the market 

orientation, which concentrates on the external customers (Gounaris, 

2006; Lings, 2004; Lings &Greenley, 2005). Besides, Tortosa, 

Moliner and Sanchez (2009) defined internal market orientation as a 

multidimensional concept, which is developed by four elements; 

unofficial production of internal information, official production of 

internal information, distribution of internal information and reaction 
to the internal information produced. 

McGrath (2009) stated that the components of internal market 

orientation are applied following the original market orientation 

dimension introduced by Kohli and Jaworski in 1990.Accordingly, 

Gray (2010) determined that the behavioural elements of internal 

market orientation can be categorised into three, namely, internal 

information production (market research), internal information 

distribution (internal communication) and internal 

awareness.Gounaris (2008) argued that internal market orientation 

can be divided into three dimensions, namely, internal market 

intelligence generation, internal communication and response to 
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intelligence.Moreover, internal market orientation facilitates the 

development of both market capabilities and enhances organizational 

performance. (Fang, S. R., Chang, E., Ou, C. C., & Chou, C. H., 

2014).In addition, according to Ruizalba, J. L., Bermúdez-González, 

G., Rodríguez-Molina, M. A., & Blanca, M. J. (2014), the research 

on hotel sector results show that IMO is a strategic determinant of 
both job satisfaction and employee commitment. 

Past result shows that internal market orientation is proven to have a 

positive and significant relationship with employees’ organisational 

commitment since it notion is to encourage organisation’s 

commitment towards the employees.Hence, this study intends to 
close the gaps in enriching studies on internal market orientation.  

C. Employee Job Satisfaction 

The concepts of employee job satisfaction have been a focal point of 

study among the academicians and practitioners over the last two 

decades. Saif, Nawaz, Jan and Khan (2012) pointed out that 

employee job satisfaction is a persistent attitude and that it needs 

constant management.However, until now, there is no general 

explanation of employee job satisfaction that represents all these 
elements at the same time (Bernal, Castel, Navarro & Torres, 2005). 

Feinstein and Vondrasek (2001) and Locke (1969) highlighted that 

employee job satisfaction is a condition of delight gained by the 

employees due to their work. Leimbach (2006) defined employee job 

satisfaction as a different thing to different people.Research 

conducted by several authors, such as Allen (2006); Boselie and 

Wiele (2002); Cuong and Swierczek (2008); Grigg (2009); Lambert, 

Hogan and Barton (2001); and Spector (1997) revealed that the 

higher degree of employee job satisfaction, the higher the degree of 

the decision to remain in the organisation. Furthermore, according to 

Kiani, Khurshid, Ahsan and Sajid (2007), employee job satisfaction 

is a main factor for organisations in order to maintain competitive 

advantage, especially in terms of quality and productivity.Hong and 

Waheed (2011) added that employee job satisfaction is basically 

related to the achievement, pay, empowerment, personal growth, 

occupational stress, company and administrative policy, the overall 

working conditions and the relationship with others. 

Besides, much research has been done to clarify the mediating effects 

of employee job satisfaction.This is supported by Ding, Lu, Song and 

Lu (2012), employee job satisfaction played a mediating role on the 

relationship between servant leadership and employee loyalty among 

186 MBA students of the Chinese University of Science and 

Technology and part of employees at the same university. In addition, 

according to Lin and Lin (2011), employee job satisfaction is 

definitely a mediating variable to the relationship between co-

workers’ relationship and organisational commitment.By contrast, a 

study by Wang and Yi (2011) in Chinese companies exposed that 

employee job satisfaction fully mediated the relationship between 

leader member exchange and the intention of turnover. On the other 

hand,Markovits (2011) pointed out that employee job satisfaction 

mediated the relationship between normative commitment and 

organisational citizenship behaviour.Hence, this study intends to 
close the gaps in enriching studies on employee job satisfaction.  

D. Underpinning theory  

The researcher used the Two Factor Theory-Herzberg and the Equity 

Theory in describing the relationships among internal market 

orientation, employee job satisfaction and employees’ organisational 

commitment in the study. 

Two Factor Theory-Herzberg 

The Two Factor Theory-Herzberg was developed in 1959 by 

Frederick Herzberg, also known as Herzberg’s Motivation-Hygiene 

Theory and Dual-Factor Theory, explains that there are certain 

factors in the workplace that contribute to employee job satisfaction 

and other sets of factors that contribute to employee job 

dissatisfaction (Hackman & Oldham, 1976). Basically, this theory 

tries to clarify why employees act the way they do and advises on 

factors and approaches that when applied, could get the best results of 

employees due to their organisational commitment (Baah&Amoako, 

2011). Khalifa and Truong (2009) pointed out that job characteristics 

relate to what employees do, which is related to the nature of the 

work, such as achievement, competency, status, personal worth and 

self-realisation.In fact, both the hygiene (extrinsic) and motivation 

(intrinsic) factors of the Two Factor Theory-Herzberg have been 

proven to have significant and practical implications in order to 

forecast employee organisational commitment (Lahai et al., 2004). 

However, Kaptijn (2009) argued that the motivation factors had more 

influence on affective commitment compared to hygiene factors. In 

contrast, Hong and Waheed (2011) disclosed that the hygiene factors 

(in this case, it refers to the working conditions) lead the motivators 

in terms of employee job satisfaction among the sales people in 

Malaysia. Islam and Ismail (2008) argued that Malaysian employees 

are more concerned with hygiene factors (extrinsic factors), such as 

money and working conditions, compared to motivator factors 

(intrinsic factors), namely, full appreciation of work done. Therefore, 

it is important for organisations to build an environment in which 

employees are motivated to perform their tasks effectively, as, at the 

same time, they also have an opportunity to fulfill their own 

objectives (Samad, 2011).Furthermore, Sanjeev, M. A., & Surya, A. 

V. (2016) shows that the employees are satisfied in the presence of 

motivating factors only and hygiene factors do not have any influence 

on satisfaction levels among pharmaceutical sales and marketing 
professionals. 

Equity Theory 

The Equity Theory was developed in 1963 by John Stacey Adam, 

which describes the relational satisfaction among the employee 

interpersonal relationships due to fair or unfair views in distributing 

the organisational resources (Carrell&Dittrich, 1978). According to 

Lings and Greenley (2005), Equity Theory applies the concept of 

exchange between employees and managers which is one of the basic 

notions of internal market orientation. The employees feel they are 

treated fairly if they perceive the ratio of their inputs to their 

outcomes is comparable to their co-workers (Spector, 2008). In 

contrast, if the employees feel that their co-workers are getting more 

rewards and recognition, even though they have done the same 

quality and quantity of work, they will feel dissatisfied (Guerrero, 

Andersen &Afifi, 2007).  

Khalifa and Truong (2010) pointed out that, clearly, many 

researchers have conducted studies on the relationship between 

perception of equity and employee job satisfaction. Deconinck and 

Bachmann (2007) in their study concerning the relationships among 

perceived pay fairness, employee job satisfaction, employees’ 

organisational commitment and turnover intention of marketing 

managerial employees. Furthermore, Malik and Naeem (2011) 

disclosed that distributive and procedural justice had a significant and 

positive relationship with employees’ organisational commitment 
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among junior faculty employees. Zawahreh and Madi (2012) argued 

that equity pay was a driver for three major factors in organisational 

outcomes, namely, employee job satisfaction, motivation and 

performance. According to Bakhshi, Kumar and Rani (2009), 

distributive justice had a significant and positive relationship with 

employee job satisfaction. 

E. Gaps in Literature 

The current study aims to fill the gap in the literature by focusing on 

examining the relationship among internal market orientation, 

employee job satisfaction and employees’ organisational commitment 

in a wider perspective.In respect of employee job satisfaction that 

leads to employees’ organisational commitment, previous empirical 

studies mostly focused on the positive relationship between two 

variables (Abdullah, Musa, Zahari, Rahman & Khalid, 2011; 

Doraisamy, 2007; Fields & Blum, 1997; Moody, 1996; Peltier, Dahl 

&Mulhern, 2009; Testa, 2001; Vlosky& Aguilar, 2009; Zaim&Zaim, 

2008).However, based on the literature reviews, the researcher found 

that there is a lack of studies have been done on the relationships 

among internal market orientation, employee job satisfaction and 
employees’ organisational commitment. 

In fact, only a few of the studies conducted in Malaysia within 

childcare centres focused on marketing approach, as most researchers 

focused on science education, such as the children’s development, the 

relationships between employees and children, the cognitive 

development and language used by the children and employees, and 

so forth. In addition, the studies were also more conceptual papers 

instead of empirical research (Shukran, Fazil, Adzra’ai, Sharifuddin, 
Abdul Razak&Muaaz, 2010). 

3. METHODOLOGY 

This study adopts the quantitative research design to examine the 

interaction between variables: internal market orientation (internal 

market intelligence generation, internal communication, and response 

to intelligence);mediating variables (employee job satisfaction) and 

one dependent variable employees’ organisational commitment). All 

variables are measured by 103 statements obtained from previous 

studies, using 5-point Likert scale. A total of 692 questionnaires that 

were distributed. Of the 692 questionnaires circulated, a total of 364 

questionnaires were returned, representing a response rate of 53%. 

The researcher divided the questionnaires into four sections. The first 

section measured the independent variable which consists of internal 

market orientation were adapted from the work of Gounaris (2008) 

and Gounaris et al. (2010). The second section measured the mediator 

which is employee job satisfaction adapted the work of Spector 

(1985, 1994, 1997).      The third section measured the dependent 

variable which is employees’ organizational commitment 

measurement from the work of Allen and Meyer (1990). The last 

section collected the demographic data concerning the respondents 

who are the front-line employees within the registered and licensed 

childcare centres in Malaysia. The information obtained from the 

respondents included their race, religion, age, tenure of service, 

education, income per month and job status.  

Theoretical Framework 

 

Figure 1: A theoretical framework 

Research framework has been developed from literature review and 

research problem of study which is illustrated in the Figure 1 above. 

The current theoretical framework or research model investigates the 

relationships among employees’ organisational commitment, internal  

market orientation and employee job satisfaction. The main 

constructs to be examined are employees’ organisational commitment 

as a dependent variable, the different aspects of internal market 

orientation as independent variables and employee job satisfaction as 

a mediator variable.  

4. FINDINGS  

The factor loading values for the internal market intelligence 

generation component ranged from 0.524 to 0.753. The internal 

communication component showed factor loading values ranging 

from 0.541 to 0.739 and response to intelligence component 

disclosed that the factor loading values ranged from 0.688 to 0.788. 

Next, the findings showed that the factor loading of employee 

satisfaction value ranged from 0.525 to 0.758. The factor loading of 

employees’ organisational commitment values ranged from 0.654 to 

0.819. Some of the items in internal market orientation, employee job 

satisfaction and employees’ organisational commitment ware 

eliminated due to the low factor loadings (lower than 0.50).  

TABLE I 

DESCRIPTIVES STATISTIC AND RELIABILITY OF 

CONSTRUCTS. 

(N=360) 

Table 1 indicates that each variable maintains an acceptable 

level of Cronbach alpha reliability above 0.6. 

 

 

 

 

 

Construct Item Mean Standard 

Deviation 

Cronbach'

s Alpha 

Internal Market 

Intelligence 

Generation 

9 3.483 0.678 0.828 

Internal 

Communication 

Response to 

Intelligence 

8 

 

3 

3.706 

 

2.394 

0.721 

 

0.854 

0.845 
 

0.648 

 

Employee Job 

Satisfaction 

9 2.573 0.796 0.851 

Employees’ 

Organisational 

Commitment 

5 3.677 0.746 0.784 
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TABLE II 

PEARSON CORRELATION ANALYSIS 

  1 2 3 4 5 

(1) Internal Market 

Intelligence Generation 1 
    (2) Internal 

Communication .648** 1 

   (3) Response To 
Intelligence .615** .670** 1 

  (4) Employee Job 

Satisfaction .323** .344** .545** 1 
 (5) Employees’ 

Organisational 

Commitment .456** .408** .476** .264** 1 

Note: ** Correlation is significant at the 0.01 level (2-tailed) 

 

As shown in Table II above, all the 10 Pearson correlations 

coefficients were found to be statistically significant at the 0.01 

levels of significance.  In other words, the data of this study 

supported the existence of significant relationships between 

internal market orientation aspects and employees’ 

organisational commitment within childcare centres in Malaysia, 

ranging from r = 0.408 (p < 0.01) to r = 0.476 (p < 0.01). 

Similarly, the findings also supported the existence of significant 

relationships between internal market orientation dimensions 

and employee job satisfaction within childcare centres in 

Malaysia, ranging from r = 0.323 (p < 0.01) to r = 0.545 (p < 

0.01). Furthermore, the results also supported the existence of 

significant relationship between employee job satisfaction and 

employees’ organisational commitment (r = 0.264, p < 0.01) 

within childcare centres in Malaysia. In addition, correlations 

among internal market orientation dimensions were statistically 

significant, ranging from r = 0.615 (p < 0.01) to r = 0.670 (p < 

0.01). 

 

TABLE III 

MULTICOLLINEARITY TEST 

 Variables Tolerance 

Value 

Variance Inflation 

Factor 

 

Internal Market Intelligence 

Generation 
Internal Communication 

Response to Intelligence 

Employee Job Satisfaction 

 

 

0.521 

0.460 
0.402 

0.702 

 

 

1.920 

2.172 
2.489 

1.424 

 

 

Table III above illustrates that the tolerance values of all the 

variables ranged between 0.402 and 0.702. In line with this, the 

values of variance inflation factor for all the variables were 

found to range between 1.424 and 2.489. The results revealed 

that the tolerance values of all the variables of the current study 

were more than 0.1 and accordingly, the variance inflation factor 

values were below the threshold value of 10 as proposed by Hair 

et al. (2010). Briefly, the tolerance values and variance inflation 

factor values of the variables incorporated in the study were 

within the suggested threshold values, therefore, it was decided 

that the issue of multicollinearity did not exist in the current 

study. 

 

TABLE IV 

REGRESSION ANALYSIS 

Independent 

Variable              Dependent Variable  

 

Employee Organisational Commitment 

  

Standardise

d Beta T- Value 

Internal Market 

Intelligence Generation 0.456*** 3.833 

Internal Communication 0.408*** 0.863 

Response to Intelligence 0.476*** 4.511 

Job Satisfaction  0.264*** 5.176 

   

 

Table IV shows the regression result of the different aspects of 

internal market orientation and job satisfaction on employees’ 

organisational commitment. As shown in Table 4.13, all the 

three aspects of internal market orientation (internal market 

intelligence generation, internal communication and response to 

intelligence) were positive and significantly contribute to the 

prediction of employees’ organisational commitment at the 

0.001 significant level (β=0.456, t=3.833, p<0.001; β=0.408, 

t=0.863, p<0.001; β=0.476, t=4.511, p<0.001) respectively. 

Besides, employee job satisfaction had a significant and positive 

impact on employees’ organisational commitment at the 0.001 

significant level (β=0.264, t=5.176, p<0.001). In other words, 

Hypotheses 1, 2, 3 and 7 are supported. The regression result are 

the same to three aspects of internal market orientation (internal 

market intelligence generation, internal communication and 

response to intelligence) had a significant and positive impact on 

employee job satisfaction at the 0.001 significant level (β=0.323, 

t=23.721, p<0.001; β=0.344, t=6.927, p<0.001; β=0.545, 

t=12.292, p<0.001) respectively. In other words, the findings 

revealed that Hypotheses 4, 5 and 6 are supported. 
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TABLE V 

MEDIATING EFFECT  

 

Note: ***: p<0.001; **: p<0.01; *: p<0.05 

 

The beta coefficient for the direct path (step 1) between internal 

market intelligence generation, internal communication and response 

to intelligence and employees’ organisational commitment are 0.456, 

0.408, and 0.476 respectively. When employee job satisfaction was 

included in step 2, the Beta coefficient dropped to 0.414, 0360 and 

0.473 meaning that mediation did exist in the relationship, but 

internal market intelligence generation, internal communication and 

response to intelligence are still significant, Therefore, it could be 

translated that employee job satisfaction partially mediates the 

relationship between internal market orientation (internal market 

intelligence, internal communication and response to intelligence) 

and employees’ organisational commitment. 

 

 

 

 

 

 

 

 

 

 

 

 

TABLE VI 

HYPOTHESES TESTING RESULTS 
Hypothesis Items Result 

H1 

 

 
H2 

 

 

 

 

H3 
 

 

 
H4 

 

 
 

H5 
 

 

 
H6 

 

 
 

H7 

 
 

 

H8 
 

 

 
 

 

 
H9 

 

 
 

 

H10 
 

There is a positive relationship between 
internal market intelligence generation and 

employees’ organisational commitment  

 
There is a positive relationship between 

internal communication and employees’ 

organisational commitment  

 

There is a positive relationship between 

response to intelligence and employees’ 

organisational commitment  

 

There is a positive relationship between 
internal market intelligence generation and 

employee job satisfaction 

 
There is a positive relationship between 

internal communication and employee job 
satisfaction 

 

There is a positive relationship between 
response to intelligence and employee job 

satisfaction 

 

There is a positive relationship between 

employee job satisfaction and employees’ 
organisational commitment 

 

Employee job satisfaction mediates the 

relationship between internal market 

intelligence generation and employees’ 

organisational commitment 

 

Employee job satisfaction mediates the 

relationship between internal 

communication and employees’ 

organisational commitment 

 

Employee job satisfaction mediates the 

relationship between response to 

intelligence and employees’ organisational 

commitment 

 

Supported 
 

 

 
supported 

 

 
 

 

Supported 
 

 

 
 

Supported 

 
 

Supported 
 

 

 
Supported 

 

 
 

Supported 

 
 

 

Partially 
Mediated 

 

 
 

Partially 

Mediated 
 

 

 
 

Partially 

Mediated 
 

 

5. DISCUSSION 

The current study attempts to investigate the relationship 

between the different aspects of internal market orientation, 

employee job satisfaction and employees’ organisational 

commitment among employees of childcare centres in Malaysia. 

It is very important for children to have constancy of care 

through satisfied and committed employees at the childcare 

centres (Blau, 2000; Chipty, 1995). Davis and Ceglowski (2001) 

indicated that the stability of the relationship between the 

employees of childcare centres and children is vital for the 

healthy growth of the children. Previous research has shown that 

good quality childcare centres could have an influential effect on 

children’s survival, growth and development (Doherty, Forer, 

Lero, Goelman& LaGrange, 2006; Iram& Butt, 2004; Liu, 

Yeung & Farmer, 2001). 

 

Dpependent 

Variable 

Variables Beta Beta Results 

Employee’s 

Organisatio

nal 
Commitme

nt 

Independent Variable 

Internal Market Intelligence 

Generation 
 

Mediating Variable 

Employee Job Satisfaction 
 

R2 

∆ R2 

F change 

Step 1 

0.456*** 

 
 

 

 
 

0.206 

0.208 
93.980 

Step 2 

0.414*** 

 
 

 

0.130** 
 

0.219 

0.015 
6.965 

 

Partially 

Mediate 

 Independent Variable 

Internal Communication 
 

Mediating Variable 

Employee Job Satisfaction 
 

R2 

∆ R2 

F change 

Step 1 

0.408*** 
 

 

 
 

0.164 

0.166 
71.437 

Step 2 

0.360*** 
 

 

0.130** 
 

0.179 

0.017 
7.579 

 

Partially 
Mediate 

 Independent Variable 

Response to Intelligence 
 

Mediating Variable 

Employee Job Satisfaction 
 

R2 

∆ R2 

F change 

Step 1 

0.476*** 
 

 

 
 

0.225 

0.227 
105.139 

Step 2 
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The first research objective was to investigate whether the 

different aspects of internal market orientation have 

relationships with employees’ organisational commitment. The 

findings disclosed that all the aspects of internal market 

orientation have positive and significant relationships with 

employees’ organisational commitment.The finding shows that 

in the childcare setting, if the supervisors/managers/owners of 

the childcare centres have a good awareness of employment, 

current labour market conditions, another jobs offered in other 

business, competition within childcare industries and human 

resources policy, they will try to fulfill their employees’ wants 

and needs in order to make sure the employees will remain in 

that childcare centre.  The second hypothesis was established to 

examine the relationship between internal communication and 

employees’ organisational commitment. The findings suggested 

that internal communication system between 

supervisors/managers/owners of the childcare centres and 

employees are very important in order to ensure that they have a 

high organisational commitment level towards the childcare 

centre.The third hypothesis examines the relationship between 

response to intelligence and employees’ organisational 

commitment. The result indicated that 

supervisors/managers/owners of the childcare centres who 

respond to intelligence (which in the current study refers to 

providing good and adequate training and other wants and needs 

of employees) will make the employees remain committed to the 

childcare centre. In other words, the 

supervisors/managers/owners of the childcare centres respond to 

what employees want and need in their work, and try to fulfill 

those requirements by providing adequate in-service training for 

their employees.The finding of the current study coincides with 

previous research concerning the relationship between response 

to intelligence and employees’ organisational commitment.  

 

The second research objective was to determine whether the 

different aspects of internal market orientation have 

relationships with employee job satisfaction. The findings 

disclosed that all the aspects of internal market orientation have 

positive and significant relationships with employee job 

satisfaction.The findings disclosed that in the childcare setting, if 

the supervisors/managers/owners of the childcare centres have a 

good awareness of employment, current labour market 

conditions, jobs offered in other business, competition within 

childcare industries and human resources policy, they will try to 

fulfill their employees’ wants and needs in order to make sure 

the employees are satisfied. The researcher found there is no 

specific relationship between internal market intelligence 

generation and employee job satisfaction from previous 

studies.The findings show that internal market orientation has a 

direct impact and positive relationship with employee job 

satisfaction. Besides, another findings implied that internal 

communication system between supervisors/managers/owners of 

the childcare centres and employees are very important in order 

to make sure that the employees have a high level of job 

satisfaction. In other words, the employees will feel satisfied 

with their jobs if they have a good communication system with 

their supervisors/managers/owners of the childcare centres. 

 

The third research objective was to examine whether employee 

job satisfaction has a relationship with employees’ 

organisational commitment. The findings disclosed that 

employee job satisfaction has a positive and significant 

relationship with employees’ organisational commitment.The 

finding implies that in the childcare sector, if the employees are 

satisfied with their job, it will lead them to have a high level of 

organisational commitment towards the childcare centres, which, 

in turn, would lead to them remaining in the same childcare 

centre for a long time. 

 

The fourth research objective deals with the mediating role of 

employee job satisfaction. In particular, this objective aimed to 

clarify the mediating impact of employee job satisfaction on the 

relationship between the different aspects of internal market 

orientation and employees’ organisational commitment.In 

testing for the mediating role of employee job satisfaction on the 

relationship between internal market intelligence generation and 

employees’ organisational commitment, the researcher found 

that employee job satisfaction partially mediates the relationship 

between internal market intelligence generation and employees’ 

organisational commitment. In addition, the researcher 

discovered that employee job satisfaction partially mediates the 

relationship between internal communication and employees’ 

organisational commitment. Moreover, the researcher noticed 

that employee job satisfaction partially mediates the relationship 

between response to intelligence and employees’ organisational 

commitment. Briefly, the findings of this study suggest that the 

efforts to increase employee’s organisational commitment 

among childcare employees should focus on enhancing their job 

satisfaction first. 

 

6. RECOMMENDATION 

Throughout this study, many insights regarding the issues 

related to employees’ organisational commitment within 

childcare centres have arisen.The findings of the current study 

can be explained through theoretical and practical contributions.  

The findings of the current study show that all the theoretical 

relationships conceived in the theoretical framework are 

empirically supported. Specifically, the current study proves the 

relationship between the different aspects of internal market 

orientation (internal market intelligence generation, internal 

communication and response to intelligence), employee job 

satisfaction and employees’ organisational commitment.This 

study also provides evidence concerning the function of 

employee job satisfaction as intervening variable between the 

different aspects of internal market orientation and employees’ 

organisational commitment. Furthermore, this study contributes 

to market orientation literature by validating the significance of 

internal market orientation as multi-dimensional rather than 

unidemensional in the childcare setting. The study also provides 

empirical support for the proposed relationship between the 

different aspects of internal market orientation, employee job 

satisfaction and employees’ organisational commitment.Most 

importantly, the study provides evidence concerning the 

mediating impacts of employee job satisfaction concerning the 

relationship between the different aspects of internal market 

orientation and employees’ organisational 

commitment.Furthermore, the study also concurs with the Two 

Factors Theory-Herzberg. In other words, this study empirically 

supports the Two Factors Theory-Herzberg which conceives that 

employees tend to act the way they do and advises on factors 

and approaches (internal market orientation), that when applied, 

could get the best results from the employees (employee job 

satisfaction) due to their organisational commitment 
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(Baah&Amoako, 2011).Moreover, the findings of this study also 

match those of the Equity Theory. Briefly, the study empirically 

supports the Equity Theory, that perceived benefits and salary 

fairness (managerial activities, operationalised here as internal 

market orientation) have a significant and positive relationship 

with employee job satisfaction, which, in turn, positively 

contribute to their organisational commitment and negatively 

influence their turnover intention (Deconinck and Bachmann, 

2007; Lings and Greenley, 2005). 

 

From a practical viewpoint, the findings of this study provide 

important contributions and implications for practitioners and 

policy-makers.First, the results of this study could increase the 

understanding of the supervisors/managers/owners of the 

childcare centres concerning the significance of implementing 

internal market orientation in their childcare centres in order to 

enhance organisational commitment level among the employees. 

Second, the results of this study suggest that the childcare 

supervisors/managers/owners of the childcare centres should 

take the necessary action to build a supportive employee job 

satisfaction environment prior to implementing any strategy, in 

order to improve the level of employee job satisfaction among 

their employees.Finally, the supervisors/managers/owners of the 

childcare centres should recognise that the different aspects of 

internal market orientation have significant direct and indirect 

effects on employees’ organisational commitment. Besides, the 

current study provides guidelines for policy-makers to develop a 

quality early childhood education and care for the children from 

zero to four years with the vision of producing future leaders 

who are able and charismatic. 

 

7. CONCLUSION 

The main objective of the current study is to examine the relationship 

between the internal market orientation and employees’ 

organizational commitment. The findings of the current study 

validate the significant effects of internal market orientation on 

employees’ organisational commitment.  Specifically, this study 

investigates the relationship among internal market orientation, 

employee job satisfaction and employees’ organisational commitment 

in childcare centres in Malaysia. It also analyses the mediating effect 

of employee job satisfaction on the relationship between internal 

market orientation and employees’ organisational commitment. 

Basically, the current study was inspired by the lack of studies in the 

recent relevant literature relating to the relationships among internal 

market orientation, employee job satisfaction and employees’ 

organisational commitment in small organisations, especially within 

the childcare industry. 

From the results acquired, the proposed framework was significantly 

certified. The study variables were detected to have a substantial 

analytical on employees’ organizational commitment. Employees’ 

organisational commitment, however, could be a major link in 

clarifying the success or failure of the organisation (Porter, 2006). 

Additionally, employees’ organisational commitment depicts the 

level of employee job satisfaction at their workplace, as suggested by 

Allen and Meyer (1990); Grigg (2009); Messmer (2006); Meyer and 

Allen, (1988); and Oliver (1990). Consequently, employees with low 

salary, no adequate in-service training and no other benefits could 

contribute to low job satisfaction and also a low organisational 

commitment level, which result in a high turnover rate among the 

childcare employees (Grigg, 2009). 

Therefore, it could be concluded that the managers or owners of the 

childcare centres should implement internal market orientation in 

order to improve the intensity of employee job satisfaction, which 

would lead to higher organisational commitment level among their 

employees since the internal market orientation notion itself is based 

on the organisations’ commitment and direction, which focus on their 

employees.  

 

                                                     

MEASUREMENT ITEMS 

Internal Market Orientation (IMO) 

1. My organisation takes the time to understand my needs 

2. My supervisor sees that we all met regularly so that have the chance to 

say what we expect from the organisation 

3. At least once per year I complete a questionnaire regarding my needs 

and wants about the organisation 

4. The management team seeks to find out what competitors do to keep 

their employees satisfied 

5. My supervisor assesses my job satisfaction as an important part of his or 

her job 

6. My organisation stays aware of legal developments in the labour market 

7. My organisation is aware of employments rates in our industry 

(unemployment)  

8. My organisation is aware of jobs in other industries that could attract 

employees away from this firm 

9. This organisation is systematically analyzing the working conditions of 

employees working for the competition 

10. My supervisor informs me in advance of any pending policy changes 

11. My supervisor sincerely listens to me about problems I am having doing 

with job 

12. My supervisor is sincerely concerned about my personal problems that 

may affect my performance 

13. My supervisor is never too busy to talk with me when I need him or her 

14. My supervisor discusses my assignments and objectives, and takes the 

time to come to an agreement with me 

15. The supervisors in every branch meet regularly to discuss subordinates’ 

problems and listen to what the other supervisors have to say 

16. If an employee in this organisation faced with a serious problem, the 

supervisors from other branches will be informed of it immediately 

17. The organisation encourages my supervisors to meet and discuss issues 

concerning their subordinates 

18. Many times the solution to a problem I had came from a supervisor from 

a different branch, not from my direct supervisor 

19. In my organisation employees are identified in group based on our 

individual characteristics and needs 

20. Before any policy change is introduced our individual needs are 

considered in advance 

21. All employees are treated exactly the same 

22. Individual needs are ignored (R)  

23. My individual needs are systematically assessed in this organisation 

24. Every important decision regarding human resource policies is always 

adapted to my individual needs 

25. Groups of employees having a common set of needs are taken into 

consideration when deciding on specific human resources policies 

26. The impact on groups of employees with common needs is evaluated 

before taking any action 

27. Human resource related policies apply to everyone. Individual needs are 

not considered (R) 

28. My job description allows me to satisfy my personal needs and goals 

                                       Appendix 
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through my work 

29. Assignments are never given to me until my supervisor and I have 

agreed that I can really do it 

30. The tasks I am assigned will help me advance my career with this 

organisation 

31. My supervisor is required to justify my assignments and job descriptions 

with senior level management 

32. When I do something extraordinary I know that I will receive some 

financial bonus/reward 

33. My income and annual increases are not dependent on my individual 

performance but on the organisation’s performance 

34. My income and the annual increases are very closely tied to my 

qualifications and individual performance 

35. Everyone gets an annual bonus regardless of their performance (R) 

36. My income and annual increases are similar to those with the same 

qualifications working in this or any other industry 

37. Training is directly related to the individual needs of each employee. 

Large group training seminars are avoided when possible (and given on 

topics that are needed) 

38. A newly hired employee will have to find his or her own answers to the 

requirements of the job. Training is not offered (R) 

39. Before the implementation of a major change in service 

rules/operations/activities/policies, I always get  

40. significant training regarding its impact on my daily activities and job 

description 

41. When someone is moved from one branch to another, the new 

supervisor will personally train him or her for a pre-specified period of 

time 

42. Senior management is very considerate of my individual needs and 

makes policies that reflect it 

43. Senior management will spare no cost to satisfy the specific needs of 

groups of employees 

44. Senior management is committed to solving my problems and giving me 

the support necessary to complete my jobs 

 

Job Satisfaction Level 

45. I feel I am being paid a fair amount for the work I do 

46. There is really too little chance for promotion on my job (R) 

47. My supervisor is quite competent in doing his or her job 

48. I am not satisfied with the benefits I receive (R) 

49. When I do a good job, I receive the recognition for it that I should 

receive 

50. Many of our rules and procedures make doing a good job difficult (R) 

51. I like the people I work with 

52. I sometimes feel my job is meaningless (R) 

53. Communications seem good within this organisation 

54. Raises are too few and far between (R) 

55. Those who do well on the job stand a fair chance of being promoted 

56. My supervisor is unfair to me (R) 

57. The benefits we receive are as good as most other organisations offer 

58. I do not feel that the work I do is appreciated (R) 

59. My efforts to do a good job are seldom blocked by red tape 

60. I find I have to work harder at my job because of the incompetence of 

people I work with (R) 

61. I like doing the things I do at work 

62. The goals of this organisation are not clear to me (R) 

63. I feel unappreciated by the organisation when I think about what they 

pay me (R) 

64. People get ahead as fast here as they do in other places 

65. My supervisor shows too little interest in the feelings of subordinates (R) 

66. The benefit package we have is equitable 

67. There are few rewards for those who work here (R) 

68. I have too much to do at work (R) 

69. I enjoy my co-workers 

70. I often feel that I do not know what is going on with the organisation (R) 

71. I feel a sense of pride in doing my job 

72. I feel satisfied with my chances for salary increases 

73. There are benefits we do not have which we should have (R) 

74. I like my supervisor 

75. I have too much paperwork (R) 

76. I don’t feel my efforts are rewarded the way they should be (R) 

77. I am satisfied with my chances for promotion 

78. There is too much bickering and fighting at work (R) 

79. My job is enjoyable 

80. Work assignments are not fully explained (R) 

 

Organisational Commitment Level 

81. I would be very happy to spend the rest of my career with this 

organisation 

82. I enjoy discussing my organisation with people outside it 

83. I really feel as if this organisation’s problems are my own 

84. I think that I could easily become as attached to another organisation as I 

am to this one (R) 

85. I do not feel like ‘part of the family’ at my organisation (R) 

86. I do not feel ‘emotionally attached’ to this organisation (R) 

87. This organisation has a great deal of personal meaning for me 

88. I do not feel a strong sense of belonging to my organisation (R) 

89. I am not afraid of what might happen if I quit my job without having 

another one lined up (R) 

90. It would be very hard for me to leave my organisation right now, even if 

I wanted to 

91. Too much in my life would be disrupted if I decided I wanted to leave 

my organisation now 

92. It wouldn’t be too costly for me to leave my organisation now (R) 

93. Right now, staying with my organisation is a matter of necessity as 

much as desire 

94. I feel that I have too few options to consider leaving this organisation 

95. One of the few serious consequences of leaving this organisation would 

be the scarcity of available alternatives 

96. One of the major reasons I continue to work for this organisation is that 

leaving would require considerable personal sacrifice – another 

organisation may not match the overall benefits I have here 

97. I think that people these days move from organisation to organisation 

too often 

98. I do not believe that a person must always be loyal to his or her 

organisation (R) 

99. Jumping from organisation to organisation does not seem at all unethical 

to me (R) 

100. One of the major reasons I continue to work for this organisation is that I 

believe that loyalty is important and therefore feel as sense of moral 

obligation to remain 

101. If I got another offer for a better job elsewhere I would not feel it was 

right to leave my organisation 

102. I was taught to believe in the value of remaining loyal to one 

organisation 

103. Things were better in the days when people stayed with one organisation 

for most of their careers 

104. I do not think that wanting to be an ‘organisation man’ or ‘organisation 

woman’ is sensible anymore (R) 

 

R = reverse keyed items 



IJournals: International Journal of Social Relevance & Concern 

    ISSN-2347-9698 

Volume 6 Issue 5 May 2018 

 © 2018, iJournals All Rights Reserved                                                                       www.ijournals.in 

 
Page 54 

 

 

ACKNOWLEDGMENTS 

YatySulaiman is Senior Lecturer of Marketing, School of 

Business Management, College of Business, Universiti Utara 

Malaysia 06010 Sintok, Kedah, Malaysia. The author would 

like to thank The Ministry of Higher Education (MOHE) for 

granting this research under the Fundamental Research Grant 

Scheme (FRGS) and Research Innovation Management Centre 

(RIMC) Universiti Utara Malaysia. This article is under FRGS 

grant research. 

 

 

 REFERENCES 

1. Abdullah, R., Musa, M., Zahari, H., Rahman, R., & Khalid, K. (2011). The study 

of employee satisfaction and its effects towards loyalty in hotel industry in Klang 

Valley, Malaysia. International Journal of Business and Social Science, 2(3), 147-

155. 

2. Abzari, M. (2011). The effect of internal marketing on organizational commitment 

from market orientation viewpoint in hotel industry in Iran. International Journal 

of Marketing Studies, 3(1), 147-155. 

3. Adam, J. S. (1963). Toward an understanding of inequity. Journal of Abnormal 

and Social Psycology, 67, 422-436.  

4. Adey, N. H., &Bahari, F. (2010). Hubunganantarakecerdasanemosi, 

kepuasankerjadankomitmenterhadaporganizasi. JurnalKemanusiaan, 16, 62-82. 

5. Albdour, A. A., &Altarawneh, I. I. (2014). Employee engagement and 

organizational commitment: Evidence from Jordan. International Journal of 

Business, 19(2), 192. 

6. Allen, J. K. (2006). G. T. Reilly creates a sense of belonging. Journal of 

Accountancy, 201(5) 39-39. 

7. Allen, N. J., & Meyer, J. P. (1990). The measurement and antecedents of affective 

continuance, and normative commitment to the organization. The British 

Psychological Society, 63, 1-18.  

8. Alllison, P. D. (1999). Multiple regression: A primer. UK: Pine Forge Press. 

9. Al-Marri, K., Ahmed, A. M. M. B., &Zairi, M. (2007). Excellence in service: An 

empirical study of the UAE banking sector. International Journal of Quality and 

Reliability Management, 24(2), 164-176.  

10. Aluja, A., Blanch, A., & Garcia, L. F. (2005). Dimensionality of the maslach 

burnout inventory in school teachers: A study of several proposals. European 

Journal of Psychological Assessment, 21(1), 67-76. 

11. Anvari, R., Amin. S. M., Ungku Ahmad, U. N., Seliman, S., &Garmsari, M. 

(2011). The relationship between strategic compensation practices and affectice 

organizational commitment. Interdisciplinary Journal of Research in Business, 

1(2), 44-55. 

12. Ary, D., Jacobs, L. C., &Razavieh, A. (1996). Introduction to research in 

education. Orlando, FL: Harcourt Brace and Co. 

13. Baah, K. D., &Amoako, G. K. (2011). Application of Frederick Herzberg’s Two-

Factor Theory in assessing and understanding employee motivation at work: A 

Ghanaian perspective. European Journal of Business and Management, 3(9), 1-8.  

14. Baakile, M. (2011). Comparative analysis of teachers’ perception of equity, pay 

satisfaction, affective commitment and intention to turnover in Bostwana. Journal 

of Management Research, 3(1), 1-21. 

15. Bakhshi, A., Kumar, K., & Rani, E. (2009). Organizational justice perceptions as 

predictor of job satisfaction and organization commitment. International Journal 

of Business and Management, 4(9), 145-154.  

16. Balfour, D. L., & Wechsler, B. (1991). Commitment, performance, and 

productivity in public organizations. Public Productivity and Management Review, 

14(4), 355-367.  

17. Barnes, N. G., &Adamczyk, D. (1993). Booming business, minimal marketing: 

The childcare industry. Health Marketing Quarterly, 10(3/4), 137-145.  

18. Baron, R. M., & Kenny, D. A. (1986). The moderator-mediator variable 

distinction in social psychological research: Conceptual, strategic, and statistical 

considerations. Journal of Personality and Social Psychology, 51(6), 1173-1182.  

19. Becker, H. S. (1960). Notes on the concept of commitment. American Journal of 

Sociology, 66, 32-42. 

20. Becker, T. E., & Billings, R. S. (1993). Profiles of commitment: An empirical test. 

Journal of  Organizational Behavior, 14(2), 177-190.  

21. Becker, T. E., Randal, D. M., &Riegel, C. D. (1995). The multidimensional view 

of commitment and theory of reasoned action: A comparative evaluation. Journal 

of Management, 21(4), 617-638.  

22. Bencsik, A., & Nagy, Z. (2007). Practice-related problems and solutions on the 

field of improving worker satisfaction. Problems and Perspectives in 

Management, 5(3), 558-69. 

23. Bentein, K., Vandenberg, R., Vandenberghe, C., &Stinglhamber, F. (2005). The 

role of change and the relationship between commitment and turnover: A latent 

growth modeling approach. Journal of Applied Psychology, 90(3), 468-482.  

24. Bernal, J. G., Castel, A. G., Navarro, M. M., & Torres, P. R. (2005). Job 

satisfaction: Empirical evidence of gender differences. Women in Management 

Review, 20(4), 279-288.  

25. Berry, L. L. (1981). The employee as customer. Journal of Retail Banking, 3, 25-

28.  

26. Blaikie, N. (2003). Analyzing quantitative data: From description to explanation. 

London: Sage Publications. 

27. Blankson, C., Motwani, J. G., &Levenburg, N. M. (2006). Understanding the 

patterns of market orientation among small busiess. 

MarketingIntelligenceandPlanning, 24(6), 572-590.  

28. Blau, D. M. (2000). The production of quality in child-care centers: Another look. 

Applied Developmental Science, 4(3), 136-148.  

29. Bluedorn, A. (1980). Managing turnover strategically. Business Horizons, 25(2), 

6-12. 

30. Boselie, P., &Wiele, V. D. T. (2002). Employee perceptions of HRM and TQM, 

and the effects on satisfaction and intent to leave. Managing Service Quality, 

12(3), 165-172. 

31. Bradburn, N., Sudman, S., &Wansink, B. (2004). Asking questions: The definitive 

guide to questionnaire design-for market research, political polls, and social and 

health questionnaires. San Francisco: Jossey-Bass. 

32. Briggs, S. R., & Cheek, J. M. (1986). The role of factor analysis in the 

development and evaluation of personality scales. Journal of Personality, 54, 106-

148. 

33. Brislin, R. (1986). The wording and translation of research instruments. In W. J. 

Lonner& J. W. Berry (Eds.), Field methods in cross-cultural research (pp. 137-

201). Beverly Hills, CA: Sage Publications. 

34. Buchanan, B. (1974). Building organizational commitment: The socialization of 

managers in work organization. Administrative Science Quarterly, 19, 533-546.  

35. Bullock, L. M. (2003). The measurement of organizational commitment. Journal 

of Vocational Behavior, 14, 224-247. 

36. Burke, P. J., &Reitzes, D. C. (1991). An identity theory approach to commitment. 

Social Psychology Quarterly, 54(3), 239-251.  

37. Byrne, B. M. (1998). Structural equation modeling with LISREL, PRELIS, and 

SIMPLIS, basic concepts, applications, and programming. Mahwah, NJ: 

Lawrence Erlbaum Associates, Inc. 

38. Bytyqi, F., Reshani, V., &Hasani, V. (2010). Work stress, job satisfaction and 

organizational commitment among public employees before privatization. 

European Journal of Social Sciences, 18(1), 156-162.  

39. Carlos Pinho, J., Paula Rodrigues, A., &Dibb, S. (2014). The role of corporate 

culture, market orientation and organisational commitment in organisational 

performance: the case of non-profit organisations. Journal of Management 

Development, 33(4), 374-398. 

40. Caroll, M., Smith, M., & Oliver, G. (2008). Recruitment and retention in front-line 

services: the case of childcare. Human Resource Management Journal, 19(1), 59-

74.  

41. Caroll, M., Smith, M., Oliver, G., & Sung, S. (2009). Recruitment and retention in 

front-line services: the case of childcare. Human Resource Management Journal, 

19(1), 59-74.  

42. Carrell, M. R., &Dittrich, J. E. (1978). Equity theory: The recent literature, 

methodological considerations, and new directions. The Academy of Management 

Review, 3(2), 202-210. 

43. Caruana, A., &Calleya, P. (1998). The effect of internal marketing on 

organizational commitment among retail bank managers. International Journal of 

Bank Marketing, 16(3), 108-116. 

44. Cavana, R., Delahaye, B., &Sekaran, U. (2001). Applied business research: 

Qualitative and quantitative methods. Australia: John Wiley & Sons.  

45. Che Rose, R., Kumar, N., & Pak, O. G. (2009). The effect of organizational 

learning on organizational commitment, job satisfaction and work performance. 

TheJournalofAppliedBusinessResearch, 25(6), 55-66. 

46. Chiam, H. K. (2008). Child care in Malaysia: Then and now. International 

Journal of Child Care and Education Policy, 2(2), 31-41. 

47. Chipty, T. (1995). Economic effects on quality regulations in the day-care 

industry. The American Economic Review, 85(2), 419-424. 

48. Chuang, N. K., Yin, D., & Jenkins, M. D. (2009). Intrinsic and extrinsic factors 

impacting casino hotel chefs’ job satisfaction. International Journal of 

Contemporary Hospitality Management, 21(3), 323-340. 

49. Churchill, N. C. (1992). Research issues in entrepreneurship. In D. L. Sexton & J. 

D. Kasarda (Eds), The state of the art of entrepreneurship. (pp. 579-665). Boston, 

MA: PWS-Kent Publishing House. 

50. Clegg, C. W. (1983). Psychology of employee lateness, absence, and turnover: A 

methodological critique and an empirical study. Journal of Applied Psychology, 

68(1), 88-101. 

51. Cleveland, G. H., & Hyatt, D. E. (2000, January). Child care workers’ wages: 

New evidence on returns to education, experience, job tenure and auspice. Paper 

presented at the Workshop on the Economics of Child Care at IZA, Bonn.  

52. Cleveland, G., Gunderson, M., & Hyatt, D. (2003). Union effects in low-wage 

services: Evidence from Canadian childcare. Industrial and Labor Relations 

Review, 56(2), 295-305. 

53. Coakes, S. J., & Steed, L. G. (2003). SPSS analysis without anguish version 11.0 

for windows. Australia: John Wiley & Sons.  

54. Cohen, J. (1988). Statistical power analysis for the behavioral sciences (2nd ed.). 



IJournals: International Journal of Social Relevance & Concern 

    ISSN-2347-9698 

Volume 6 Issue 5 May 2018 

 © 2018, iJournals All Rights Reserved                                                                       www.ijournals.in 

 
Page 55 

Malwah, N. J: Erlbaum. 

55. Cooper, D. R., & Schindler, P. S. (2006). Business research methods (9th ed.). 

New York: McGraw-Hill, Inc. 

56. Cramer, D. (1998). Fundamental statistics for social research: Step by step 

calculations and computer techniques using SPSS for windows. London: 

Routledge.  

57. Cranny, C. J., Smith, P. C., & Stone, E. F. (1992). Job satisfaction: How people 

feel about their jobs and how it affects their performance. New York: Lexington 

Books.  

58. Creswell, J. W. (2002). Educational research: Planning, conducting, and 

evaluating quantitative and qualitative research. Upper Saddle River, NJ: 

Pearson. 

59. Cronbach, L. J. (1951). Coefficient alpha and the internal structure of tests. 

Psychometrika, 16(3), 297-334.  

60. Cuong, D. M., &Swierczek, F. W. (2008). Corporate culture, leadership 

competencies, job satisfaction, job commitment, and job performance: A 

comparison of companies in Vietnam and Thailand. Journal of American Academy 

of Business, 13(1), 159-165. 

61. Daneshfard, C., &Ekvaniyan, K. E. (2012). Organizational commitment and job 

satisfaction in Islamic Azad University. Interdisciplinary Journal of 

Contemporary Research in Business, 3(9), 168-181. 

62. Davis, D., & Cosenza, R. M. (1998). Business research for decision making (2nd 

ed.). Boston: PWS-Kent Publishing House. 

63. Davis, E. E., &Ceglowski, D. (August, 2001).  Assessment of child care quality in 

four   countries in Minnesota. Retrieved from  

http://www.education.umn.edu/publications/measuringup/mureport.pdf.  

64. Davis, J. L. (2000). Firm-level entrepreneurship and performance: An 

examination and extension of relationships and measurements of the 

entrepreneurial orientation (EO) construct. Paper presented at the meeting of 

University of Texas, Arlington. 

65. Day, G. S. (1990). Market-driven strategy: Processes for creating value. New 

York: The Free Press. 

66. Day, G. S. (1998). What does it mean to be market driven? Business Strategy 

Review, 9(1), 1-14.  

67. Deconinck, J., & Bachmann, D. (2007). The impact of equity sensitivity and pay 

fairness on marketing managers’ job satisfaction, organizational commitment and 

turnover intentions. Marketing Management Journal, 17(2), 134-141. 

68. Department of Social Welfare. (2011, January). Taskaberdaftarlebihterjamin. 

Retrieved from http://www.jkm.mpwkm.gov.my 

69. Department of Social Welfare. (2012, March). KursusAsasAsuhanKanak-kanak di 

taska. Retrieved from http://www.jkm.mpwkm.gov.my 

70. Deshpande, R., Farley, J. U., & Webster, F. E. (1993). Corporate culture, customer 

orientation and innovativeness in Japanese firms: A quadrant analysis. Journal of 

Marketing, 57(1), 23-37.  

71. Dilman, D. A. (`1978). Mail and telephone surveys: The total design method. New 

York: John Wiley & Sons. 

72. Ding, D., Lu, H., Song, Y., & Lu, Q.  (2012). Relationship of servant leadership 

and employee loyalty: The mediating role of employee satisfaction. iBusiness, 4, 

208-215. 

73. Doherty, G., Forer, B., Lero, D. S., Goelman, H., & LaGrange, A. (2006). 

Predictors of quality in family childcare. Early Childhood Research Quarterly, 21, 

296-312.  

74. Doraisamy, G. S. (2007). 

Hubungantekanankerjadankepuasankerjadengankomitmenterhadaporganisasi: 

Satukajian di ibupejabatJabatanKerja Raya (JKR), Malaysia (Master’s thesis). 

Universiti Utara Malaysia, Malaysia.  

75. Dougherty, T. W., Bluedorn, A. C., & Keon, T. L. (1985). Precursors of employee 

turnover: A multiple-sample causal analysis. Journal of occupational Behavior, 

6(4), 259-271. 

76. Edo, V. T., Garcia, J. C., &Tena, M. A. M. (2010). Internal market orientation and 

its influence on the satisfaction of contact personnel. TheServices Industries 

Journal, 30(8), 1279-1297. 

77. Etzioni, A. (1975). A comparative analysis of complex organizations. New York: 

Free Press. 

78. Fang, S. R., Chang, E., Ou, C. C., & Chou, C. H. (2014). Internal market 

orientation, market capabilities and learning orientation. European Journal of 

Marketing, 48(1/2), 170-192. 

79. Fang, H. M., Tien, Y. H., Chang. C. Y. (2007). A study of the relationship 

between organization internal and external performance for service industry by 

internal market orientation perspective. Graduate Institute of Business 

Administration, 1-23. 

80. Farzad, A., Nahavandi, N., &Caruana, A. (2008). The effect of internal marketing 

on organizational commitment in Iranian banks. American Journal of Applied 

Sciences, 5(11), 1480-1486. 

81. Feinstein, A. H., &Vondrasek, D. (2001). A study of relationships between job 

satisfaction and organizational commitment among restaurant employees. Paper 

presented at the Conference on Hotel Administration, University of Nevada, Las 

Vegas.  

82. Field, A. (2000). Discovering statistics using SPSS for windows. London: Sage 

Publications. 

83. Fields, D. L., & Blum, T. C. (1997). Employee satisfaction in work groups with 

different gender composition. Journal of Organizational Behavior, 18(2), 181-

196.  

84. Fisher, R. J., &Maitz, E. (1997). Enhancing communication between marketing 

and engineering: The moderating role of relative functional identification. Journal 

of Marketing, 61(3), 54-70. 

85. Flynn, B. B., Schroeder, R. C., &Sakakibara, S. (1994). A framework for quality 

management research and an associated measurement instrument. Journal of 

Operations Management, 11, 339-405. 

86. Fowler, J. F. (2002). Survey research methods (3rd ed.). Thousand Oaks, CA: 

Sage Publications. 

87. Frean, A. (2008, December 11). Childcare is bad for your baby, working parents 

are warned. The Times. Retrieved from http://www.times.com  

88. Fu, W., & Deshpande, S. P. (2014). The impact of caring climate, job satisfaction, 

and organizational commitment on job performance of employees in a China’s 

insurance company. Journal of Business Ethics, 124(2), 339-349. 

89. Goldberg, L. R., &Velicer, W. F. (2006). Principles of exploratory factor analysis. 

In S. Strack (Ed.), Differentiating normal and abnormal personality (2nd ed.).New 

York: Springer. 

90. Good Practices Handbook for Child Care Centre. (2010). Child Care 

Practitioners, 81-89. 

91. Gounaris, S. (2006). Measuring internal market orientation in services: Some 

empirical evidence. Journal of Business Research, 59(4), 432-438.  

92. Gounaris, S. (2008). The notion of internal market orientation and employee job 

satisfaction: Some preliminary evidence. Journal of Services Marketing, 22(1), 68-

90. 

93. Gounaris, S., Vassilikopoulou, A., &Chatzipanagiotou, K. C. (2010). Internal-

market orientation: A misconceived aspect of marketing theory. European Journal 

of Marketing, 44(11/12), 1667-1699.  

94. Gray, D. M. (2010). Putting internal market orientation into behavioral patterns 

employed during marketing strategy implementation. Paper presented at the 

Conference on Marketing Strategy, Macquarie University.  

95. Green, S. B., Salkind, N. J., &Akey, T. M. (1997). Using SPSS for windows: 

Analyzing and understanding data. New Jersey: Prentice-Hall. 

96. Grigg, S. H. (2009). The impact of job satisfaction, organizational commitment, 

and intent to leave on employee retention: An investigation within the child care 

industry (Doctoral dissertation). Capella University.  

97. Guerrero, L. K., Andersen, P. A., &Afifi, W. A. (2007). Close encounters: 

Communication in relationships (2nded.). Thousands Oak, CA: Sage Publications.  

98. Guilbault, M. (2010). Customer mind-set: Investigating a measure of market 

orientation using higher education as the context (Doctoral dissertation). 

Anderson University. 

99. Hackman, J. R., & Oldham, G. R. (1976). Motivation through design of work. 

Orgnizational Behavior and Human Performance, 16, 250-279.  

100. Hair, J. F., Anderson, R. E., Tatham, R. L., & Black, W. C. (1998). Multivariate 

data analysis (5th ed.). Upper Saddle River, NJ: Prentice-Hall.  

101. Hair, J. F., Anderson, R. E., Tatham, R. L. & Black, W. C. (2010). Multivariate 

data analysis (7th ed.). USA: Prentice-Hall.  

102. Hair, J. F., Black, W. C., Babin, B. J., Anderson, R. E., &Tatham, R. L. (2006). 

Multivariate data analysis (6th ed.). USA: Prentice-Hall. 

103. Hall, D. T., Schneider, B., &Nygren, H. T.  (1970). Personal factors in 

organizational identification. Administrative Science Quarterly, 15, 176-190. 

104. Hanushek, E. A., &Rivkin, S. G. (2007). Pay, working conditions and teacher 

quality. The Future of Children, 17(1), 69-86.  

105. Hashim, N. M. (2012, January 21). 2,077 taskabelumdaftar. UtusanMalaysia. 

Retrieved from http://www.utusanmalaysia.com 

106. Hassan, A. (2002). Organizational justice as a determinant of organizational 

commitment and intention to leave. Asian Academy of Management Journal, 7(2), 

55-66. 

107. Herman, R. E. (2005). HR managers as employee-retention specialists. Employee 

Relations Today, Summer, 1-7.  

108. Hernandez, M. I. S., & Miranda, F. J. (2011). Linking internal market orientation 

and new service performance. European Journal of Innovation Management, 

14(2), 207-226. 

109. Herzberg, F. (1968). One more time: how do you motivate employees? Harvard 

Business Review, 46(1), 53-62. 

110. Hong, T. T. &Waheed, A. (2011). Herzberg’s Motivation-Hygiene Theory and job 

satisfaction in the Malaysian retail sector: The mediating effect of love of money. 

Asian Academy of Management Journal, 16(1), 73-94. 

111. Houston, F. S. (1986). The marketing concept: What it is and what it is not. 

Journal of Marketing, 50, 81-87.  

112. Hsiao, J., & Chen, Y. C. (2012). Antecedents and consequences of job 

satisfaction: A case of automobile component manufacturer in Taiwan. The 

International Journal of Organizational Innovation, 5(2), 164-178. 

113. Huntsman, L. (2008). Determinants of quality in child care: A review of the 

research evidence. Centre for Parenting and Research, 1-23.  

114. Inoguchi, J. (2011). Implementation of market orientation in small sized company: 

Case study on a Japanese apparel manufacturer. 

InternationalJournalofEmergingSciences, 1(3), 200-210.  

115. Iqbal, M. (2013). Impact of job satisfaction and job control on organizational 

commitment: A case study of air traffic controllers of Pakistan Civil Aviation 

Authority. Journal of Management Science, 6(2), 139-154. 

116. Iram, U., & Butt, M. S. (2004). Socioeconomic and environmental determinants of 

child-care patterns of preschoolers in Pakistan. International Journal of Social 

Economics, 31(3), 218-238.  

117. Isa, Z. (2007, March). Wajarkahibubapadihukum? 

BuletinYayasanDakwahIslamiah Malaysia, 1(4). Retrieved from 

http://www.buletinyadim.com 

118. Islam, R., & Ismail, A. (2008). Employee motivation: A Malaysian perspective. 

International Journal of Commerce and Management, 18, 344-362.  

119. Ismail, A., Guatleng, O., Cheekiong, T., Ibrahim, Z., &Ajis, M. N. (2009). The 

indirect effect of distributive justice in the relationship between pay structure and 

work attitudes and behavior. European Journal of Social Sciences, 11(2), 234-248. 

120. JabatanPerdanaMenteri (2011, March). Pendidikanawalpelaburanterbaiknegara. 

http://www.education.umn.edu/publications/measuringup/mureport.pdf
http://www.jkm.mpwkm.gov.my/
http://www.jkm.mpwkm.gov.my/


IJournals: International Journal of Social Relevance & Concern 

    ISSN-2347-9698 

Volume 6 Issue 5 May 2018 

 © 2018, iJournals All Rights Reserved                                                                       www.ijournals.in 

 
Page 56 

Berita PERMATA. Retrieved from 

http://www.beritapermata.jpm.gov.mymhtml.mht 

121. JabatanPerdanaMenteri. (2006). World Bank Report. Retrieved from 

http://www.beritapermata.jpm.gov.mymhtml.mht 

122. Jain, A. K., Giga, S. I., & Cooper, C. L. (2009). Employee wellbeing, control and 

organizational commitment. Leadership and Organization Development Journal, 

30(3), 256-273.  

123. Jamaludin, Z. (2009). Perceived organizational justice and its impact to the 

development of commitments: A regression analysis. World Journal of 

Management, 1(1), 49-61. 

124. Jaworski, B. J., &Kohli, A. K. (1993). Market orientation: Antecedents and 

consequences. Journal of Marketing, 57, 53-70.  

125. Johnson, W. R., & Jones-Johnson, G. (1992). Differential predictors of union and 

company commitment: Parallel and divergent models. Psychology, 29, 1-12.  

126. Jones, E., Busch, P., &Dacin, P. (2003). Firm market orientation and salesperson 

customer orientation: Interpersonal and intrapersonal influences on customer 

service and retention in business-to-business buyer-seller relationships. 

JournalofBusinessResearch, 56(4), 323-340.  

127. Judge, T. A., &Hulin, C. L. (1993). Job satisfaction as a reflection of a disposition: 

A multiple source causal analysis. Organizational Behavior and Human Decisions 

Processes, 56, 388-421.  

128. Kalkavan, S., &Katrinli, A. (2014). The effects of managerial coaching behaviors 

on the employees’ perception of job satisfaction, organisational commitment, and 

job performance: case study on insurance industry in Turkey. Procedia-Social and 

Behavioral Sciences, 150, 1137-1147. 

129. Kaptijn, R. (2009). Assessing affective commitment in the Three-Component 

Model and the Two Factor Theory: A comparison between the theories of Meyer 

and Allen and Herzberg, Mausner and Snyderman (Master’s thesis). University of 

Twente.  

130. Kara, A., Spillan, E. J., &DeShields Jr., W. O. (2005). The effect of a market 

orientation on business performance: A study of small-sized service retailers using 

MARKOT scale. JournalofSmallBusinessManagement, 43(2), 105-118. 

131. Kaur, G., Sharma, R. D., &Seli, N. (2009). Internal market orientation in Indian 

banking: An empirical analysis. ManagingServiceQuality, 19(5), 595-627.  

132. Kementerian Pembangunan Wanita, KeluargadanMasyarakat. (2012). Childcare 

Centre Statistical Report. Retrieved from http://www.kpwkm.gov.my 

133. Kementerian Pembangunan Wanita, KeluargadanMasyarakat. (2006). Human 

Resource Statistical Report. Retrieved from http://www.kpwkm.gov.my 

134. Kementerian Pembangunan Wanita, KeluargadanMasyarakat.(2011). Human 

Resource Statistical Report. Retrieved from http://www.kpwkm.gov.my 

135. Kementerian Pembangunan Wanita, KeluargadanMasyarakat.(2008). National 

Family and Population Board Report. Retrieved from http://www.kpwkm.gov.my 

136. Kementerian Pembangunan Wanita, KeluargadanMasyarakat. (2011). National 

Family and Population Board Report. Retrieved from http://www.kpwkm.gov.my 

137. Kerlinger, F. N., & Lee, H. B. (2000). Foundations of behavioral research 

(4thed.). Orlando, US: Harcourt College Publishers. 

138. Keskin, H. (2006). Market orientation, learning orientation, and innovation 

capabilities in SMEs: An extended model. 

EuropeanJournalofInnovationManagement, 9(4), 396-417. 

139. Khalifa, M. H. E., & Truong, Q. (2009). The relationship between employee 

perceptions of equity and job satisfaction in the Egyptian private universities. In E. 

Kaynak& T. D. Harcar (Eds.), Environment of Increasing Regional and Global 

Concern (pp. 405-413). 

140. Khalifa, M. H. E., & Truong, Q. (2010). The relationship between employee 

perceptions of equity and job satisfaction in the Egyptian private universities. 

European Journal of Business and Economics, 3(5), 135-150. 

141. Kiani, H. S., Khurshid, O., Ahsan, A., &Sajid, A. (2007). Exploring ‘employee 

satisfaction’ as a quality and productivity enhancement tool for IT sector of 

Pakistan. Paper presented at CASE, Islamabad. 

142. King, N. (1970). Clarification and evaluation of the Two-Factor Theory of job 

satisfaction. Psychological Bulletin, 74(1), 18-31.  

143. Kohli, A. K., &Jaworski, B. J. (1990). Market orientation: The construct, research 

propositions and managerial implications. Journal of Marketing, 54, 1-18.  

144. Lahai, M. M. R., Sail, R. M., Muhamad, M., &Suandi, T. (2004). Relationship 

between the individual facets of job, job satisfaction and organizational 

commitment. Pertanika Journal of Social Science and Human, 12(1), 11-20. 

145. Lambert, E. G., Hogan, N. L., & Barton, S. M. (2001). The impact of job 

satisfaction on turnover intent: A test of a structural measurement model using a 

national sample of workers. The Social Science Journal, 38, 233-250.  

146. Lambert, E. G., Hogan, N. L., & Griffin, M. L. (2007). The impact of distributive 

and procedural justice on correctional staff job stress, job satisfaction, and 

organizational commitment. Journal of Criminal Justice, 35(6), 644-656. 

147. Lambert, E. G., Tolar, T. C., & Hogan, N. L. (2007). This job is killing me: The 

impact of job characteristics on correctional staff job stress. Applied Psychology in 

Criminal Justice, 3(2), 117-142. 

148. Lambert, E. G., Hogan, N. L., & Griffin, M. L. (2009). Being the good soldier: 

Organizational citizenship behavior and commitment among correctional staff. 

Criminal Justice and Behavior. 35(1), 56-68.  

149. Lambert, E. G., Hogan, N. L., & Griffin, M. L. (2012). Association between 

distributive and procedural justice and life satisfaction among correctional staff: 

Research note. Professional Issue inCriminal Justice, 6(3&4), 31-41. 

150. Laurel, B. (2003). Design research: Methods and perspective. Boston, MA: MIT 

Press. 

151. Leary, M. R. (2004). Introduction to behavioral research methods (4th ed.). USA: 

Pearson Education. 

152. Lee, S. H., &Olshfski, D. (2002). Employee commitment and firefighters: It’s my 

job. Public Administration Review, 62, 108-114.  

153. Leimbach, M. (2006). Redefining employee satisfaction: Business performance, 

employee fulfillment, and leadership practices (Wilson Learning Worldwide). 

Retrieved from http://www.wilsonlearningworldwide.com  

154. Lemons, M. A., & Jones, C. A. (2001). Procedural justice in promotion decisions: 

Using perceptions of fairness to build employee commitment. Journal of 

Managerial Psychology, 16(4), 268-280. 

155. Liang, T. L., Chan, L. C., Lin, C. W., & Huang, Y. L. (2011). Relationship 

between leadership behaviors and task performance: The mediation role of job 

satisfaction and the moderation role of social distance. 

AfricanJournalofBusinessManagement, 5(14), 5920-5928.  

156. Limpanitgul, T., &Jirotmontree, A. (2011). Effects of HR practices on internal 

influence and external representation: An empirical study of flight attendants. 

Management of Sciences Review, 1-15. 

157. Lin, S. C., & Lin, J. S. J. (2011). Impacts of coworkers’ relationships on 

organizational commitment and intervening effects of job satisfaction. 

AfricanJournalofBusinessManagement, 5(8), 3396-3409.  

158. Lincoln, J. R., &Kalleberg, A. L. (1996). Commitment, quits, and work 

organization in Japanese and U.S. plants. Industrial and Labor Relations Review, 

50(1), 39-59.  

159. Lings, I. N. (2000). The impact of internal market orientation on external market 

orientation and business performance: An empirical study of the U.K. retail 

market. Journal of Marketing Research, 30(4), 697-702.  

160. Lings, I. N. (2004). Internal market orientation: Constructs and consequences. 

Journal of Business Research, 57(4), 405-413.  

161. Lings, I. N., &Greenley, G. (2005). Measuring internal market orientation. Journal 

of Service Research, 7(3), 290-305. 

162. Lings, I. N., &Greenley, G. (2010). Internal market orientation and market-

oriented behaviors. Journal of Service Management, 21(3), 321-343. 

163. Litwin, M. (1995). How to ask survey questions: The survey kit (Vol. 2). Beverly 

Hills, CA: Sage Publications. 

164. Liu, W. P., Yeung, A. S., & Farmer, S. (2001). What do parents want from day 

care services? Perspectives from Australia. Early Childhood Research Quarterly, 

16, 385-393. 

165. Locke, E. A. (1969). What is job satisfaction.Organizational Behavior and Human 

Performance, 4(4), 309-336.  

166. Locke, E. A. (1976). The nature and causes of job satisfaction. Handbook of 

industrial and Organizational Psychology. Chicago: Rand McNally. 

167. Lumley, E. J., Coetzee, M., Tladinyane, R., & Ferreira, N. (2011). Exploring the 

job satisfaction and organizational commitment of employees in the information 

technology environment. Southern African Business Review, 15(1), 100-118.  

168. Macinati, M. S. (2008). The relationship between quality management systems 

and organizational performance in the Italian National Health Service. Health 

Policy, 85, 228-241. 

169. Mahanta, M. (2012). Personal characteristics and job satisfaction as predictors of 

organizational commitment: An empirical investigation. South Asian Journal of 

Management, 19(4), 45-58. 

170. Mahmoud, M. A. (2011). Market orientation and business performance among 

SMEs in Ghana. InternationalBusinessResearch, 4(1), 241-251. 

171. Malik, M. E., &Naeem, B. (2011). Role of perceived organizational justice in job 

satisfaction: Evidence from higher education institutions of Pakistan. 

Interdisciplinary Journal of Contemporary Research in Business, 3(8), 662-673. 

172. Malik, M. E., &Naeem, B. (2011). Impact of perceived organizational justice on 

organizational commitment of faculty: Empirical evidence from Pakistan. 

Interdisciplinary Journal of Research in Business, 1(9), 92-98. 

173. Mani, V. (2010). Development of employee satisfaction index scorecard. 

European Journal of Social Sciences, 15(1), 129-139.  

174. Markovits, Y. (2011). Normative commitment and loyal boosterism: Does job 

satisfaction mediate this relationship? MIBESTransactions, 5(1), 73-89. 

175. McCartney, K. (2004, September).  Current research on child care effects.  

Children Cyclopedia.  Retrieved from  

http://www.childencyclopedia.com/documents/McCartneyANGxp.pdf. 

176. McGrath, G. E. (2009). Internal market orientation as an antecedent to industrial 

service quality (Doctoral dissertation). Nova Southeastern University.  

177. McIntyre, R. M., Bartle, S., Landis, D., & Dansby, M. (2002). The effects of equal 

opportunity fairness attitudes on job satisfaction, organizational commitment, and 

perceived work group efficacy. Millitary Psychology, 14, 299-319.  

178. McKay, P. F., Avery, D. R., Tonidandel, S., Morris, M. A., Hernandez, M., 

&Hebl, M. R. (2007). Racial differences in employee retention: Are diversity 

climate perceptions the key? Personnel Psycholohy, 60(1), 35-62.  

179. McKinnon, D. P., Warsi, G., & Dwyer, J. H. (1995). A simulation study of 

mediated effect measures. Multivariate Behavioral Research, 30(1), 41-62. 

180. McNeese-Smith, D. K., &Nazarey, N. (2001). A nursing shortage: Building 

organizational commitment among nurses/practitioner application. Journal of 

Healthcare Management, 46(3), 173-187. 

181. Messmer, M. (2006). Building employee job satisfaction. Employment Relations 

Today, 32(2), 53-59. 

182. Meyer, J. P., & Allen, N. J. (1988). Links between work experiences and 

organizational commitment during a first years of employment: A longitudinal 

analysis. The British Psychological Society, 61, 195-209. 

183. Meyer, J. P., & Allen, N. J. (1991). A three-component conceptualization of 

organizational commitment. Human Resource Management Review, 1(1), 61-89. 

184. Meyer, J. P., Irving, P. G., & Allen, N. J. (1998). Examination of the combined 

effects of work values and early work experiences on organizational commitment. 

Journal of Organizational Behavior, 19(1), 29-52.  

185. Moody, N. B. (1996). Nurse faculty job satisfaction: National survey. Journal of 

Professional Nursing, 12, 277-288. 

186. Morror, P. C., & Wirth, R. E. (1989). Work commitment among salaried 

http://www.beritapermata.jpm.gov.mymhtml.mht/
http://www.beritapermata.jpm.gov.mymhtml.mht/
http://www.kpwkm.gov.my/
http://www.kpwkm.gov.my/
http://www.childencyclopedia.com/documents/McCartneyANGxp.pdf


IJournals: International Journal of Social Relevance & Concern 

    ISSN-2347-9698 

Volume 6 Issue 5 May 2018 

 © 2018, iJournals All Rights Reserved                                                                       www.ijournals.in 

 
Page 57 

professionals. Journal of Vocational Behavior, 34, 40-56. 

187. Mowday, R. T., Koberg, C. S., & McArthur, A. W. (1984). The psychology of 

withdrawal test of mobley’s intermediate linkages model of turnover in two 

samples. Academy of Management Journal, 27(1), 79-94. 

188. Mowday, R. T., Porter, L. W., & Steers, R. M. (1982). Employee-organization 

linkages. New York: Academic Press. 

189. Mowday, R. T., Steers, R. M., & Porter, L. W. (1979). The measurement of 

organizational commitment. Journal of Vocational Behavior, 14, 224-247. 

190. Mustapha, M. A. (2013, May 28). Penglibatanwanitadalamsektoreknonominegara. 

UtusanMalaysia. Retrieved from http://www.utusanmalaysia.com 

191. Nagar, K. (2012). Organizational commitment and job satisfaction among teachers 

during times of burnout. Vikalpa, 37(2), 43-60. 

192. Narver, J. C., & Slater, S. F. (1990). The effect of a market orientation on business 

profitability. Journal of Marketing, 50(3), 20-35.  

193. Naude, P., Desai, J., & Murphy, J. (2003). Identifying the determinants of internal 

marketing orientation. European Journal of Marketing, 1205-1220.  

194. Neuman, L. W. (2003). Social research methods: Qualitative and quantitative 

approaches. New York: Pearson Education.  

195. Newman, M. (2002).  Randomised controlled trial of specialist nurse intervention 

in heart failure. Evidence Based Nursing, 5(2), 55-59. 

196. Ngo, L. V., &Mathies, C. (2010). Job satisfaction as a mediator of the effects of 

psychological climate perceptions on job performance in service firms. Paper 

presented at ANZMAC. 

197. Northcraft, T., & Neale, H. (1996). Organization behavior. London: Prentice-Hall.  

198. Nunnnally, J. C. (1967). Psychometric theory. New York: McGraw-Hill, Inc.  

199. Nunnally, J. C. (1978). Psychometric theory. New York: McGraw-Hill, Inc.  

200. Nunnally, J. C., & Bernstein, I. H. (1994). Psychometric theory (3rd ed.). New 

York: McGraw-Hill, Inc.  

201. Nupponen, H. (2005). Leadership and management in child care services: 

Contextual factors and their impact on practice (Doctoral dissertation). 

Queensland University of Technology. 

202. Ogba, I.  E. (2008). Commitment in the workplace: The impact of income and age 

on employee commitment in Nigerian banking sector. Management Research 

News, 31(11), 867-878. 

203. Oliver, N. (1990). Rewards, investments, alternatives and organizational 

commitment: Empirical evidence and theoretical development. The British 

Psychological Society, 63, 19-31. 

204. Omar, N. A., Abu, N. K., Sapuan, D. A., Aziz, N. A., &Nazri, M. A. (2010). 

Service quality and value affecting parent’s satisfaction and behavioral intentions 

in a childcare centre using a structural approach. Australian Journal of Basic and 

Applied Sciences, 4(9), 4440-4447. 

205. Omar, N. A., Nazri, M. A., Abu, N. K., & Omar, Z. (2009). Parents’ perceived 

service quality, satisfaction and trust of a childcare centre: Implication on loyalty. 

International Review of Business Research Papers, 5(5), 299-314. 

206. Omar, Z., & Ahmad, A. (2009). Why organizations adopt family-friendly policy: 

A case of corporate childcare centre in a manufacturing company. Unitar E-

Journal, 5(1), 1-19. 

207. Padala, S. R. (2011). Employees’ job satisfactions and organizational commitment 

in Nagarjuna Fertilizers and Chemicals Limited India. Journal of Management 

and Business Studies, 1(1), 17-27.  

208. Paik, Y., Parboteeah, K. P., & Shim, W. (2007). The relationship between 

perceived compensation, organizational commitment and job satisfaction: The 

case of Mexican workers in the Korean Maquiladoras. The International Journal 

of Human Resource Management, 18(10), 1768-1781.  

209. Pallant, J. (2001). SPSS Survival Manual: A step by step guide to data analysis 

using SPSS for windows (Version 10). Victoria: McPherson’s Printing Group. 

210. Pallant, J. (2001). SPSS Survival Manual: A step by step guide to data analysis 

using SPSS for windows (1st ed.). Australia: Allen & Unwin. 

211. Pedhazur, E. J. (1997). Multiple regression in behavioral research (3rd ed.). Fort 

Worth, TX: Harcourt Brace. 

212. Peltier, J., Dahl, A., &Mulhern, F. (2009). The relationship between employee 

satisfaction and hospital patient experience. Paper presented at Forum for People 

Performance Management and Measurement. 

213. Pepe, M. (2010). The impact of extrinsic motivational dissatifiers on employee 

level of job satisfaction and commitment resulting in the intent to turnover. 

Journal of Business and Economic Research, 8(9), 99-108. 

214. Perry, L. S. (1993). Effects of inequity on job satisfaction and self-evaluation in a 

national sample of African-American. Journal Social Psychology, 13(4), 565-574. 

215. PersatuanPengasuhBerdaftar Malaysia (2012, January). 

Taskaberdaftarlebihterjamin. Retrieved from: http://.www.persatuan 

pengasuhberdaftarmalaysia.com.my.mhtml.mht 

216. PersatuanTaskaNegeri Selangor (2011, January). Kursusasasasuhankanak-kanak 

di PusatLatihanVonad di HentianKajang. Retrieved from: 

http://.www.ptns.com.my 

217. Piercy, N. F., Harris, L. C., & Lane, N. (2002). Market orientation and retail 

operatives’ expectations. JournalofBusinessResearch, 55(4), 261-273. 

218. Porter, L. W., Steers, R. M., Mowday, R. T., &Boulian, P. V. (2004). 

Organizational commitment, job satisfaction and turnover among psychiatric 

technicians. Journal of Applied Psychology, 59, 603-609. 

219. Porter, M. (2006). Leader as strategist: Create a unique position. Leadership 

Excellence, 23(6), 6-7.  

220. Rahaman, H. M. S. (2007). Organizational commitment, perceived organizational 

support, and job satisfaction among school teachers: Comparing public and private 

sectors in Bangladesh. South Asian Journal of Management, 19(3), 7-17. 

221. Raja Aziz, R. A. R. (2006). Kepuasankerjadankomitmenterhadaporganisasi 

(Master’sthesis).Universiti Utara Malaysia, Malaysia. 

222. Ramayah, T., Jantan, M., &Tadisina, S. K. (2001). Job satisfaction: Empirical 

evidence for alternatives to JDI. Paper presented at the National Decision Sciences 

Conference, San Francisco. 

223. Ritzer, G., & Trice, H. (1969). An empirical study of Howard Becker’s side-bet 

theory. Social Forces, 47, 475-479. 

224. Rivera, P. V. (2001, May 20). Childcare industry sees dramatic growth spurt: 

Practitioners must use sound business skills to survive, experts say. The Dallas 

Morning News. Retrieved from http://www.dallasmorningnews.com  

225. Robbins, S. P. (2001). Organizational behavior (9th ed.). New Jersey: Prentice-

Hall.  

226. Robson, C. (2002). Real world research (2nd ed.). Oxford: Blackwell. 

227. Romzek, B. S. (1989). Personal consequences of employee commitment. The 

Academy of Management Journal, 32(3), 649-661. 

228. Romzek, B. S. (1990). Employee investment and commitment: The ties that bind. 

Public Administration Review, 50(3), 374-382. 

229. Romzek, B. S., & Hendricks, J. S. (1982). Organizational involvement and 

representative bureaucracy: Can we have it both ways? American Political Science 

Review, 76, 75-82.  

230. Roscoe, J. T. (1975). Fundamental research statistics for behavioral sciences (2nd 

ed.). Orlando: Holt, Rinehart & Winston, Inc. 

231. Rothmann, S., &Coetzer, E. (2002). The relationship between personality 

dimensions and job satisfaction. Business Dynamics, 11(1), 29-42.  

232. Rousseau, D. (1978). Characteristics of departments, positions, and individuals: 

Contexts for attitudes and behaviors. Administrative Science Quarterly, 23, 521-

540. 

233. Ruekert, R. W. (1992). Developing a market orientation: An organizational 

strategy perspective. International Journal of Research in Marketing, 9(3), 225-

245. 

234. Ruizalba, J. L., Bermúdez-González, G., Rodríguez-Molina, M. A., & Blanca, M. 

J. (2014). Internal market orientation: An empirical research in hotel sector. 

International Journal of Hospitality Management, 38, 11-19. 

235. Sanjeev, M. A., & Surya, A. V. (2016). Two factor theory of motivation and 

satisfaction: An empirical verification. Annals of Data Science, 3(2), 155-173. 

236. Saif, S. K., Nawaz, A., Jan, F. A., & Khan, M. I. (2012). Synthesizing the theories 

of job-satisfaction across the cultural/attitudinal dimensions. Interdisciplinary 

Journal of Contemporary Research in Business, 3(9), 1382-1396. 

237. Salancik, G. R. (1977). Commitment and the control or orgaqnizational behavior 

and belief. New Direction in Organizational Behavior, 1-59.  

238. Salkind, N. J. (2000). Statistics for people who (think they) hate statistics. 

Thousand Oaks, CA: Sage Publications.  

239. Samad, S. (2011). The effects of job satisfaction on organizational commitment 

and job performance relationship: A case of managers in Malaysia’s 

manufacturing companies. European Journal of Social Sciences, 18(4), 602-611. 

240. Saridakis, G., Torres, M. R., & Tracey, P. (2009). The endogeneity bias in the 

relationship between employee commitment and job satisfaction. Working Paper 

Series, 3, 1-15.  

241. Saunders, M., Lewis, P., &Thornhill, A. (2003). Research methods for business 

students (3
rd
ed.). NJ: Prentice-Hall. 

242. Sekaran, U. (2000). Research methods for business: A skill-building approach. 

New York: John Wiley & Sons.  

243. Sekaran, U. (2003). Research methods for business: A skill business approach. 

New York: John Wiley & Sons.  

244. Sekaran, U., &Bougie, R. (2010). Research methods for business: A skill building 

approach (5th ed.). UK: John Wiley & Sons. 

245. Seyal, A. H., &Afzaal, T. (2013). An investigation of relationship among 

emotional intelligence, organizational commitment and job satisfaction: Evidence 

from academic in Brunei Darussalam. International Business Research, 6(3), 217-

288. 

246. Shore, L. M., Barksdale, K., & Shore, T. H. (1995). Managerial perceptions of 

employee commitment to the organization. The Academy of Management Journal, 

38(6), 1593-1615. 

247. Shukran, M. F., Fazil, A., Adzra’ai, M., Wan Sharifuddin, W. I. N.,  AbdRazak, N. 

E., &Muaaz, N. (2010).  Kajian-kajianlepasberkaitanpendidikanawalkanak-kanak 

di peringkattaska. Paper presented at the Conference on 

PendidikanTeknikdanVokasional, UPSI, Malaysia.  

248. Siguaw, J. A., Brown, G., &Widing, R. E. I. (1994). The influence of the market 

orientation of the firm on sales force behavior and attitudes. 

JournalofMarketingResearch, 31(1), 106-116.  

249. Sihombing, S. O., &Gustam, M. (2007). The effect of internal marketing on job 

satisfaction and organizational commitment: An empirical study in a university 

setting. Paper presented at the First PPM National Conference on Management 

Research, University of PelitaHarapan, Indonesia.  

250. Silva, P. (2006). Effects of disposition on hospitality employee job satisfaction and 

commitment. International Journal of Contemporary Hospitality Management, 

18(4), 317-328. 

251. Simon, H. (1976). Administrative behavior. New York: Free Press.  

252. Slack, F. J., Orife, J. N., & Anderson, F. P. (2010). Effects of commitment to 

corporate vision on employee satisfaction with their organization: An empirical 

study in the United States. International Journal of Management, 27(3/1), 421-

436. 

253. Smith, P. C., Kendall, L. M., &Hulin, C. L. (1969). Measurement of satisfaction in 

http://www.utusanmalaysia.com/


IJournals: International Journal of Social Relevance & Concern 

    ISSN-2347-9698 

Volume 6 Issue 5 May 2018 

 © 2018, iJournals All Rights Reserved                                                                       www.ijournals.in 

 
Page 58 

work and retirement. Chicago: Rand McNally.  

254. Sorensen, J. E., & Sorensen, T. L. (1974). The conflict of professionals in 

bureaucratic organizations. Administrative Science Quarterly, 19, 98-106.  

255. Spector, P. E. (1985). Measurement of human service staff satisfaction: 

Development of the job satisfaction survey. American Journal of Community 

Psychology, 13(6), 693-713. 

256. Spector, P. E. (1997). Job satisfaction: Application, assessment, causes, and 

consequences. Thousand Oaks, CA: Sage Publications. 

257. Spector, P. E. (2008). Industrial and organizational behavior (5th ed.). Hoboken, 

NJ: John Wiley & Sons. 

258. Sproull, N. D. (2004). Handbook of research methods: A guide for practitioners 

and students in the social sciences (3rd ed.). New Jersey: The Scarecrow Press. 

259. Steers, R. M. (1975). Problems in the measurement of organizational 

effectiveness. Administrative Science Quarterly, 20, 546-558.  

260. Stevens, J. M., Beyer, J. M., & Trice, H. M. (1978). Assessing personal, role, and 

organizational predictors of managerial commitment. Academy of Management 

Journal, 21, 380-396. 

261. Stiffler, K. (2007). Direct support staff perceptions of frontline supervisor’s skills: 

Correlation with organizational commitment and intent to leave 

(Doctoraldissertation).Capella University. 

262. Sureshchandar, G. S., Rajendran, C., &Ananthraman, R. N. (2002). A holistic 

model for total quality service. International Journal of Service Industry 

Management, 12(4), 378-412. 

263. Sulaiman, Y., Othman, A. R., Perumal, S., &Hussin, Z. (2013). Escalating the 

employee job satisfaction through internal market orientation: A childcare centre 

perspective. SainsHumanika, 64(2). 

264. Sulaiman, Y., Othman, A. R., Perumal, S., &Azmi, N. (2014). The Effect of 

Internal Market Orientation on Employee Job Satisfaction: A Study of Malaysian 

Childcare Centre. 

265. Sulaiman, Y., &Perumal, A. R (2015). Investigating the Relationship between 

Internal Market Orientation and Employee Job Satisfaction in Malaysian 

Childcare Centre. 

266. Tee, O. P., & Richardson, S. (2007). Leadership in early childhood setting. 

International Conference on Leadership in a Changing Landscape.  

267. Tella, A., Ayeni, C. O., &Popoola, S. O. (2007). Work motivation, job 

satisfaction, and organizational commitment of library personnel in Academic and 

Research Libraries in Oyo State, Nigeria. Library Philosophy and Practice, 1-16.  

268. Testa, R. (2001). Organization commitment, job satisfaction, and effort in the 

service environment. Journal of Psychology, 135(2), 226-236. 

269. Ting, S. C. (2011). The effect of internal marketing orientation on organizational 

commitment: Job involvement and job satisfaction as mediators. Educational 

Administration Quarterly, 47(2), 353-382.  

270. Tortosa, V., Moliner, M. A., & Sanchez, J. (2009). Internal market orientation and 

its influence on organizational performance. European Journal of Marketing, 

43(11/12), 1435-1456.  

271. Ukaegbu, C. C. (2000). Working conditions and employee commitment in 

indigenous private manufacturing firms in Nigeria: Managing business 

organizations for industrial development. The Journal of Modern African Studies, 

38(2), 295-324. 

272. University of Sheffield (2012). WhyuseSPSS? Retrieved from 

http://www.usheffield.edu.cc/stat//tutorials/spss/index.html 

273. Vanderberg, R. J., &Scarpello, V. (1994). A longitudinal assessment of the 

determinant relationship between employee commitments to the occupation and 

the organization. Journal of Organizational Behavior, 15(6), 535-547. 

274. Varnai, S., &Fojtik, J. (2008). Internal marketing orientation in cultural change 

management for organization development. Paper presented at the Conference on 

Management, Enterprise and Benchmarking, Budapest. 

275. Vlosky, R. P., & Aguilar, F. X. (2009). A model of employee satisfaction: Gender 

differences in cooperative extension. Journal of Extension, 47(2), 1-15.  

276. Walster, E., Traupmann, J., &Walster, G. W. (1978). Equity and extramarital 

sexuality. Archives of Sexuality Behavior, 7(2), 127-142.  

277. Wang, S., & Yi, X. (2011). It’s happiness that counts: Full mediating effect of job 

satisfaction on the linkage from LMX to turnover intention in Chinese companies. 

InternationalJournalofLeadershipStudies, 6(3), 337-356. 

278. Watson, A. M., Thompson, L. F., & Meade, A. W. (2007). Measurement 

invariance of the job satisfaction survey across work contexts. Paper presented at 

the 22
nd

 Annual Meeting of the Society for Industrial and Organizational 

Psychology, New York.  

279. Weaven, S., & Grace, D. (2008). An exploration of the effect of corporate 

structure on service quality in child care. Griffith University, 1-8. 

280. Yousef, D. A. (2000). Organizational commitment and job satisfaction as 

predictors of attitudes toward organizational change in a non-western setting. 

Personnel Review, 29(5), 5567-592.  

281. Yucel, I. (2012). Examining the relationships among job satisfaction, 

organizational commitment, and turnover intention: An empirical study. 

International Journal of Business and Management, 7(20), 44-58. 

282. Zaim, H., &Zaim, S. (2008). Measuring employee satisfaction in small and 

medium sized enterprises. Paper presented at the Conference on Management and 

Enterprise, Fatih University, Turkey.  

283. Zawahreh, A. A., &Madi, F. A. (2012). The utility of Equity Theory in enhancing 

organizational effectiveness. European Journal of Economics, Finance and 

Administrative Sciences, 46, 158-170. 

284. Zhou, K. Z., Li, J. J., & Zhou, N. (2004). Employee’s perceptions of market 

orientation in a transitional economy: China as an example. Journal of Global 

Marketing, 17(4), 5-22. 

285. Zhou, Y., Sen, S. Y., Chao, P., & Huang, G. (Summer 2011). Antecedents and 

consequences of job satisfaction and organizational commitment in non-profit 

charity organizations: Role of internal marketing. American Marketing 

Association, 492-493.  

286. Zikmund, W. G. (2003). Business research method. Oklahoma: South-Western.  

287. Zulkifli, Z. (2012, January 20). Susulan 2 bayimaut JKM Selangor kuncitaska. 

UtusanMalaysia. Retrieved from http://www.utusanmalaysia.com 

 

 

 


