iJournals: International Journal of Social Relevance & Concern

ISSN-2347-9698
Volume 8 Issue 9 September 2020

ORGANIZATIONAL COMMITMENT
TO IMPROVING JOB SATISFACTION
AMONG MILENIAL GENERATION

Arifianti and Inge Hutagalung
Universitas Mercu Buana, Indonesia
e-mail: inge_hutagalung@yahoo.com
inge_hutagalung@mercubuana.ac.id

ABSTRACT

Organizational commitment has an important
role in increasing employee job satisfaction.
Through organizational commitment, employees
will side with the organization for the achievement
of organizational goals, and have a desire to
maintain membership in the organization.

Employees with low  organizational
commitment tend to leave at the first opportunity in
search of a better job, and vice versa. It is
interesting to examine organizational commitment
among millennials, given that the behavior of the
millennial generation is characterized by not
pursuing job satisfaction too much, but who prefer
the possibility of self-development at work, such as
learning new things, new skills, new perspectives,
getting to know more people, take the opportunity
to develop. The millennial generation consists of
individuals who are open minded, uphold freedom,
are critical and courageous.

This research uses qualitative methods with
data collection through in-depth interviews. The
research paradigm is constructivist with a case
study approach.

The results showed that there was high
organizational commitment among millennials due
to several factors, including 1) the opportunity
provided by the organization to get a good career
development and good work experience, 2) a
comfortable and conducive work environment, 3)
the existence of an organizational climate that
provides opportunities for employees to provide
mutual support and opportunities for discussion
among colleagues.

It is hoped that understanding organizational
commitment among millennials will provide
knowledge to organizational leaders related to
increasing job satisfaction.
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1. INTRODUCTION

Organization climate learning not only
improves eniployee skills and abilities but also
increases, employee satisfaction at work and
commitment to\the organization [1] .

Meanwhile, research by Al-Sada et al. [2] and
Soelton\( et” al. [3] explained that from an
Organizational perspective, commitment plays an
impertant role because it is related to the main
aspects of organizational behavior, such as
turnover, work motivation, employee performance,
and employee work productivity

Furthermore, Tarigan and Ariani's research [4]
concluded that job satisfaction and organizational
commitment contribute independently to predicting
turnover. Turnover can be predicted more strongly
by job satisfaction than by organizational
commitment. The results of the study (Hutagalung
and Ritonga [5] support Tarigan and Ariani's
research, namely that organizational commitment
has no significant effect on turnover, but has a
significant effect on work stress management.
Furthermore, Yuen et al. [6] suggest that
individuals become demotivated or dissatisfied
when their input is not compensated fairly
compared to someone doing a comparable job.

Research conducted by Hutagalung states that
the factors that cause employees to not commit to
the organization are due to management conflicts
and less harmonious interpersonal communication.
The existence of interpersonal disagreements in the
work environment has been associated with a lack
of job satisfaction and a high desire to move
Furthermore, misunderstandings or disputes with
coworkers can also cause employees to be less
satisfied at work, which in turn triggers the
employee's intention to change jobs [7].

Tracing previous research studies shows that a
sense of comfort and an organizational climate that
gives employees the opportunity to be able to
discuss and express opinions with fellow workers
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will improve work performance and productivity,
which indicates a positive organizational
commitment, and vice versa.

From a series of previous studies, researchers
saw research gaps. Namely, what about the
organizational commitment among millennials who
are a generation consisting of individuals who are
good at socializing, especially in the communities
they follow, they are also actively surfing on social
media and the internet. What is the picture of
organizational commitment in increasing employee
job satisfaction among millennials? What factors
make millennial generation employees a strong
commitment to remain in the organization? These
questions are interesting to research.

2. LITERATURE REVIEW
2.1. Organizational Commitment

According to Meyer and Allen [8] there are
three approaches to organizational commitment,
namely:

o Affective commitment, related to the desire to
be tied to the organization or an employee's
emotional attachment. Identification and
involvement in the organization occurs when
employees want to become from the
organization because of an emotional
attachment or feel they have the same values
as the organization.

e Continuance commitment is an awareness, of
the costs that must be borne (both financial
and other losses) associated with ‘leaving
employees from the organization.

e Normative commitment. It is a feeling of
obligation for employees to stay in an
organization because of a feeling of debt.

Every employee has different basic and
behavior based on the organizational commitment
he has. Employees with high affective commitment
have a close emotional attachment to their
organization. This means that the individual will
have the motivation and desire to contribute
meaningfully to the organization.

Employees with high continuous commitment
will stay in the organization, not for emotional
reasons, but because of individual interests related
to the calculation of profit and loss experienced if
they leave the organization. Employees will be
forced to become members to avoid financial and
other losses. In this regard, employees who have
this kind of commitment cannot be expected to
have a strong desire to contribute optimally to the
organization.

Meanwhile, normative commitment develops
as a result of employee social experiences.
Normative commitment is based on a policy
approach, namely normative regulations that have

been internalized to employees so that employees
act in accordance with the vision, mission and
goals of the organization. The normative
component creates a feeling of obligation to
employees to comply with organizational
regulations. Employees who have high normative
commitment will stay in the organization because
they feel they have an obligation that should be
done for the rewards given by the organization.

2.2. Value Theory

Job satisfaction is a pleasant emotional state
that results from appraising one's job or work
experience. Namely, how the employee feels about
his job, what he thinks about the job. Employees
with high job satisfaction experience positive
feelings when they think about their assignment or
take part in task activities, and vice versa.

The explanation of job satisfaction in this
study will use the value theory. According to the
value theory, job satisfaction is greatly influenced
by the extentito which the value is between what is
expectedand the reality that is felt. Individuals will
feel satisfaetion at work if there is no significant
differencesbetiveen what is desired and the results
that\are\felt because the minimum limit has been
met properly. If it turns out that what is obtained is
greater than expected, the individual will feel
satisfaction. Furthermore, Value theory [9] explains
that there are several components that affect job
satisfaction, namely:

o Pay satisfaction, refers to employees' feelings
regarding salary, including whether the salary
is commensurate with it should be, and is
sufficient to make ends meet.

e Promotion satisfaction refers to employee
feelings about the company's promotional
policies and their implementation. Namely,
whether promotions are often carried out
fairly, and based on ability. Unlike salaries,
some employees may not want a promotion
because promotions carry more
responsibilities and increased working hours.
On the other hand, there are employees who
value promotion because it provides
opportunities for self-development, better
wages, and increased prestige.

e Supervision reflects employee feelings about
the leadership, including whether the leader is
competent, polite, and a good communicator,
and vice versa.

e Coworker satisfaction refers to how
employees feel about their fellow employees,
are smart, responsible, helpful, fun, and better.

e The job itself reflects the employee's feelings
about the work task being performed. That is,
whether a given assignment is challenging,
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interesting, respected, and makes use of
specific skills, and vice versa

3. METHODOLOGY

The paradigm of this research is the
constructivist paradigm. The constructivist or
interpretive perspective is a systematic analysis of
meaningful social action through detailed direct
observation of people in natural conditions to
achieve understanding and interpretation of how
people create and maintain their social world [10].

The research method used is a case study. The
research was conducted in the scope of financial
service providers in the field of Financial Futures
Market Trading.

The technique of collecting data through in-
depth interviews is a way of collecting data or
information by directly meeting the informants in
order to obtain complete and in-depth data.

4. RESULT AND DISCUSSION

This research is only focused on the marketing
division because this marketing division has a high
turnover rate so it is interesting to study what
causes low employee commitment. On the other
hand, high turnover will interfere with the target
achievement of the marketing division. The
informants from the employee consisted of three
people from the marketing division and three
people from the HRD division. For the results=of
the interview the initial names will be usedy in
accordance with the agreement.

4.1. Affective commitment

The first component of organizational
commitment is affective commitment. The
affective component is related to the emotional
attachment of employees to the company because
employees feel they have the same values as the
company. In the context of this study, all
informants stated that they had the same values as
the regulations applied in the company.
Information from one of the informants:

“We are very happy willing to spend the rest of my
career at this company ” (Informant AO).

Affective commitment also arises due to the
creation of a conducived organizational climate.
Leaders are open to communication and provide
opportunities for employees to express opinions for
better company progress. The following are two
informants' statements:

"In this company, the leadership is very receptive to
input provided by employees, taking into account the
benefits of suggestions for company development"
(Informant AN).

"Every week and at the end of the month, the work
results are always reviewed. Almost every morning there

is a briefing and every week there is a review”
(Informant DI).

4.2. Continuance commitment

The second component of organizational
commitment is continuance commitment. The
continuance component is related to the awareness
of the costs (financial and material) that must be
borne by employees when deciding to leave the
company.

In this research, the informants stated that they
would continue to work at the company even
though there were tantalizing salary offers and
facilities from other companies. The following are
two informants' statements:

“Actually there have been many offering both
salaries and facilities from similar companies, but so far
I have remained at this company" (Informant I1).

“I will survive no matter what. Because it is seen
from a companyswhose name is a crisis, there must be a
crisis, butibecause it was here from the start, it will
remainwith'the company ” (Informant AP).

Apart from the issue of salary, the informants
also™stated that the strong reasons for staying
working at the company were also due to a
comfortable working environment and a job desk
that was not too burdensome. The following are
two informants' statements:

"l dont want to move, because the work
environment is comfortable. It is rare to find a supportive
work environment. In addition, job desks in this company
are not burdensome even though there are additional
jobs” (Informant IL).

"For now, because the work environment is comfortable,
starting from a solid work team from top level to
division, | don't think | have ever thought about moving
to another place. Talking about job desks, | don't only do
core job desks, but I also do many other desk jobs, but
for me it doesn't matter because I'm still in a professional
level ” (Informant I1).

4.3. Normative Commitment

In the context of this study, the informants
stated that they did not think about moving to
another company. This means that employees have
a strong commitment to the company.

The arguments given are that because the work
environment is  family in  nature, the
communication relationship between colleagues
and superiors are effectively established to make
the employee feel at home and comfortable. The
following are three informants' statements:

"Currently | have the desire to move. In the past, |
wanted to try a new work environment to develop my
potential. After | tried it turned out that it was not better
to be a better person and the work environment was not
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very supportive. When there was an offer to return to
work here, | decided to return to this company”
(Informant AP).

"Until now, it has not occurred to me to think of
moving to another company. Several times | have been
offered by my friends to work, but I think the company |
work for is the best” (Informant DI).

“The company pays attention to employee needs,
provides rewards, bonuses, rights from employees, so
that employees can work optimally. Examples of giving
rewards to employees who are excel monthly or
annually, have outbound events, gatherings, so that there
is a bounding between employees and the company. So
there is no reason to move to another company”
(Informant AO).

4.4. Value Theory

The value theory shows that employees will be
satisfied when they feel that their work provides a
salary according to the workload, there is a clear
promotion, leadership  supervision, effective
communication between superiors and colleagues,
and appreciation of work [9].

In the context of this research, the informants
stated that the salary received by employees was
felt as expected and met the needs of life. The
salary received by employees makes employees
loyal to the company so that employees do not
want to leave their jobs. The following are two
informants' statements:

"The salary | received is appropriate, gspeciahly.
with the job desk, because every year there is anincrease
or increase, so | try to push myself to achieve ‘good
results in the company and achieve maximum results”
(Informant IL).

"Actually, it is as expected, but the human name
always asks for more, what is received is more than
enough when compared to another company” (Informant
AN).

Meanwhile, three other informants (DI, 1l, IL)
stated that the company provided the widest
possible opportunity for employees to get a
promotion. Following is the statement from one of
the informants:

"Promotion at the company is very wide open this is
because the company has a clear business orientation.
Within two to three months, employees who work
professionally can become managers. Competition
between employees is also fair and healthy" (Informant
DI).

"In this company, promotion is seen from
achievement, if the achievement is good, there will be an
opportunity for promotion” (Informant I1).

"I tell my subordinates that at this company, career
ladder is always open. One day, there is a possibility that
my subordinates could be on the same level as me, or

maybe even higher than my current position. Careers
and promotions in this company are not limited, as long
as employees work according to professional procedures
" (Informant I1).

Regarding supervision at work, the informants
stated that they felt comfortable working even
though they received direct supervision from the
leadership. Furthermore, the informants stated that
close supervision from the leadership is very useful
to be even more enthusiastic at work. The
following are two informants' statements:

"Strict supervision is actually more about how
employees work according to SOPs. In my opinion, this
is very useful to be more enthusiastic about working
according to SOP in a professional manner” (Informant
AP).

“l think that close supervision is very necessary.
Such supervision will spur a sense of responsibility
towards the job that job desk execution must always be
fulfilled. This/#Will encourage employees to develop
more” (InformantAQ).

Furthermore, the informants stated that they
were happyywith the job assignments given and did
net_feel burdened because it had become their job
responsibility. Employees feel satisfied with their
assigned work, so they carry out every job without
feeling overwhelmed.

5. ANALYSIS OF FINDINGS

From the exposure of the research results, it is
illustrated that employees stay to work for the
company, among others, because of the adequate
salary received, a conducived organizational
climate, and professional work supervision. This is
in accordance with the Value Theory which states
that a person's job satisfaction is greatly influenced
by the extent to which the calculation of what is
expected and the reality is felt. Individuals will feel
satisfaction at work if there is no significant
difference between what is desired and the results
that are felt because the minimum limit has been
met properly, and vice versa.

Furthermore, the results of this study also
support the research conducted by Yogalakshmi
and Suganthi [11] which states that perceived
organizational support has a significant effect on
affective commitment and individual career self-
management. Psychological empowerment has a
significant effect on individual career self-
management.

The results of the study are also in line with
the thoughts of Herzberg's Two Factors
Motivational Theory [12]. Namely that individuals
want two factors of need at work: motivational and
hygiene. Motivational factors are factors that affect
job satisfaction including achievement,
appreciation, responsibility, job promotion, and
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potential for personal growth. Regarding the
research context, it appears that motivational
factors have been responded positively. This can be
seen in how the informants feel motivated to work
better due to awards, opening up career paths, tight
supervision carried out by companies to spur a
sense of responsibility for workers in a professional
manner.

Hygiene factors are factors related to
maintaining work motivation. The factors related to
hygiene factors are usually factors related to the
work environment, such as salary, working
conditions,  interpersonal  relationships  with
coworkers, superiors, and subordinates at work,
and others. This actor is related to the human
nature of wanting peace and physical health. Health
needs are needs that continue continuously,
because these needs will return to zero after being
met. Regarding the research context, it appears that
hygiene factors were not experienced by the
informants. This can be seen in the statements of
the informants who stated that the communication
climate was very conducive, and that there was a
salary that was in accordance with the assigned
task.

Researchers saw interesting things in the
results of research related to communication
patterns among informants belonging to the
millennial generation. As understood, the
millennial generation has a communication pattern
based on the AISAS model. This model Wwas
developed by a Japanese advertising company,
Dentsu. The model that appeared in 1974, is\in
accordance with the development of the digital
world in the world. The AISAS model is an
acronym for the words Attention, Interest, Search,
Action and Share. In this AISAS model, action is
not the last stage expected by the communicator.
The final stage of the AISAS model is to share the
message received with the communication
community of message recipients. The goal is for
other message recipient communities to take action
according to the message conveyed [13].

Based on this understanding from AISAS, the
researcher did not see any sharing pattern of what
was conveyed by the company leadership on the
informants' communication patterns. Researchers
argue, this is due to competition in working
professionally among employees which causes
them to process messages according to their
respective  job  desks. Competition among
employees causes all information to be processed
and implemented individually to achieve work
performance.

On the other hand, researchers argue that the
condition of Covid-19 during this study also played
a role in informants' statements of survival at the
company. This is because the Covid-19 era has
caused the business world to experience slowing
growth and many layoffs. The condition of Covid-

19 has made the communication pattern of the
millennial generation that is critical and tends to
rebel not appearing in the results of this study
reminding that if employees are critical of company
policies, this will make it difficult for themselves
because if they submit their resignation it will be
difficult to find a new job amid the sluggish
business world.

Finally, the fulfillment of the factors that affect
job satisfaction and the conditions of Covid-19
which have hit the pace of the business world have
increased employee organizational commitment in
increasing job satisfaction. As emphasized in the
ERG theory [12], when three employee needs have
been met at work, satisfaction will be achieved.
The three needs, namely existence (E), relatedness
(R), and growth (G). Based on the research results,
it is known that the need for existence, namely the
existence of appreciation, open promotion, and
responsibilities have been felt to be fulfilled by
employees. The need for relatedness is manifested
in the existénce of a conducive communication
climate that has also been felt by employees, and
the need feor ‘personal growth is also open to
employeés,who excel.

ox, CONCLUSION

The informants felt the organizational
commitment  consisting of an  affective
commitment, continuance commitment and
normative commitment based on the research
results. Meanwhile, the communication patterns of
the millennial generation do not seem critical,
sharing information. This is according to the
researcher's argument because the Covid-19 era has
caused the growth of the business world to slow
down considerably, so that if critical
communication patterns and information sharing
are carried out by informants this will backfire on
the difficulty of finding work during the Covid-19
period if you wish to change jobs.

On the other hand, based on the results of the
study, it can be seen that the fulfillment of needs
related to work needs related to salaries,
promotions, job awards, a conducive organizational
climate plays a major role in increasing employee
job satisfaction.

It should also be understood that the context of
research is carried out in societies that have a
tendency towards collective culture. Collective
culture in which people tend to seek agreement
through deliberation and tend to avoid conflict.
This can be seen from the informants 'openness to
accept the condition of the company wisely during
the Covid-19 period, even though there may be
things that are felt to have not fulfilled the
employees' expectations optimally.

In the end, this research shows that
environmental communication (during the Covid-
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19 period) will eliminate or reduce communication
patterns of the millennial generation to realize work
harmonization.
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