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Abstrak: This study aimed to analyze the influence organization comitment, Job 

Satisfaction and Employee Engagement. The research was conducted by taking samples 

of banking employees who had worked for more than 2 years. Then, the sample of this 

study was 125 respondents. The sampling technique was carried out based on a non-

probability sampling method with a purposive sampling technique. It is a method that is 

based on certain criteria met by respondents with the data analysis technique used for 

hypotheses testing was multiple linear regression analysis through the program of SPSS 

ver. 24. The results showed that Job satisfaction does not significantly influence the 

organizational commitment of banking employees in Padang. The results of this study 

showed that sig. value of job satisfaction on organizational commitment was 0.592 > 

0.05 but Employee engagement has a positive and significant effect on the organizational 

commitment of banking employees in Padang. The results of this study revealed that sig. 

The value of employee engagement on organizational commitment was 0.000 < 0.05. 
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INTRODUCTION 

Banking is a company with high technology and high service. Excellent service has 

always been a demand for banking companies to be more competitive. This requires a 

high level of employee commitment so that a company can provide excellent service for 

its customers. Employee commitment is very necessary for a company even though this is 

crucial in the banking industry because employees in the banking industry are also faced 

with a lot of workloads, which sometimes require them to work on holidays. 
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As part of high technology and high service company, banking is also supported by 

the development of information technology and science in its operational activities so that 

high commitment of its employees is required to carry out its business process. High 

employee commitment to a company is one of the guarantees for the company to 

maintain the sustainability of the company. According to Leitninger (2008) a company 

with highly commited employees will bring in very good benefits for the company. It is 

in line with Robbins and Judge (2013) who also state that committed employees will have 

little possibility for them to be involved in things that can harm the company because 

they have a high sense of loyalty. The reason of this is that work commitment of 

employees to a company is defined as the emotional bond between the employees and the 

company including their loyalty, job involvement and trust in company values (O'Reily in 

Sopiah, 2008).  

There are some factors that influence employee commitment to an organization; 

therefore, knowing what factors bring about or foster employee commitment is necessary. 

Van Dyne and Graham (in Coetzee, 2005) mention some factors affecting one's 

organizational commitment according to multi-dimensional approach: positional factors, 

situational factors, and personal factors. Additionally, employee engagement is the main 

determinant of organizational commitment. 

Employee engagement is a term which is popular and widely used. According to 

Robbins and Judge (2013) employee engagement is an individual’s enthusiasm, 

satisfaction and involvement in the work he/she does. Moreover, employee engagement 

according to Harter et al. (2002) in Endres & Mancheno-Smoak, (2008) is the 

involvement and satisfaction of an individual and also a sense of enthusiasm for work. 

Furthermore, Schaufeli & Bakker, (2004) found that engagement was positively related to 

organizational commitment. 

The other factor that affects organizational commitment is job satisfaction. Previous 

studies revealed that personal characteristics, job expectations and job satisfaction had 

positive influence on employee commitment to the organization (Susanti, 2013; 

Schwepker, 2014; Mulki et al, 2008; Fitria & Linda, 2020). According to Mathis and 

Jackson (2006), job satisfaction is something interesting and crucial, basically regarding 

the impact of job satisfaction on work commitment of employees. Employees may be 

more productive if they have commitment towards the organization. People will be more 

committed to an organization when their work makes them relatively satisfied. 

 

LITERATURE REVIEW 

Organizational Commitment 

“Organizational commitment is the degree to which employees believe in and 

accept organizational goals and desire to remain with the organization” (Mathis and 

Jackson, 2006). Organizational commitment is defined as a certain level in which an 

employee can identify the organization and the goals of the organization and then hope to 

be able to maintain membership in the organization (Robbins and Judge, 2013). 

Commitment causes a person's survival in an organization and has implications for the 

efforts made by the employee to compete in order to maintain their membership or to 
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obtain a better position in organizational membership structure. This sense of engagement 

is not only shown through employees' daily attitudes but also in terms of psychological 

side or employees’ way of thinking. An indication that an employee has organizational 

commitment is the emotional affection of the employee to the organization that has hired 

him/her (Karim and Rehman, 2012). 

Organizational commitment is defined as the degree to which employees are 

involved in the organization and hope to remain members, with the attitudes of loyalty 

and willingness to work optimally for the organization where they work (Greenberg and 

Baron, 2003). According to Daft (2003) organizational commitment is an important 

attitude that influences performance. Daft defines organizational commitment as high 

loyalty and involvement in an organization. Employees with a high degree of 

organizational commitment will involve themselves in the organization and work on 

behalf of the organization. 

Mathis and Jackson (2006) suggest that organizational commitment is the level to 

which an employee believes and accepts organizational goals and desires to stay with the 

organization. With the commitment of a local government, he/she will have an attitude of 

loyalty and desire to achieve the goals of his/her organization well. Meanwhile, according 

to Luthans (2006), organizational commitment is defined as a strong desire to remain as a 

member of a particular organization, a desire to strive according to the expectations of the 

organization, and certain belief and acceptance of organizational values and goals. 

Based on the above-mentioned definitions, it can be concluded that organizational 

commitment is a condition in which an individual has encouragement or desire to remain 

in an organization and believes in the values of the organization. 

      

      Indicators of Organizational Commitment 

Robbins and Judge (2013) classify three separate indicators of organizational 

commitment, as follows: 

1. Affective commitment. Someone who has a strong affective commitment will 

continue to work in an organization because he/she really wants to do that. 

2. Continuance commitment. An employee may survive and commit to an organization 

and the employer(s) because he/she is given quite much salary. This commitment 

causes an employee to stay in an organization because he/she needs it. 

3. Normative commitment. This commitment causes an employee to stay on a job 

because he/she feels obliged to do it. 

 

Job Satisfaction 

Job satisfaction refers to a pleasant or unpleasant emotional state of an employee 

with his/her work (Danang, 2015). Then, job satisfaction reflects a person's feeling in 

his/her job. This can be seen from the positive attitude of an employee towards his/her 

work and everything that is encountered in his/her work environment. Robbins and Judge 

(2013) specifically describe job satisfaction as a person's positive feeling for his/her work 

obtained from the evaluation on characteristics of the satisfaction itself. This positive 
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feeling is generally identical to the sense of happiness and comfort because someone's 

expectations from his/her work have been fulfilled. 

Job satisfaction is a factor that also determines the effectiveness and productivity 

of work. According to Handoko (2001) job satisfaction is a pleasant or unpleasant 

emotional state with which an employee views his/her work. It is in line with the idea of 

Dole and Schroedr, 2001 (in Koesmono, 2005) that job satisfaction can be defined as the 

feeling and reactions of an individual to his/her work environment. Based on this 

definition, it can be concluded that job satisfaction is the feeling of being happy or 

unhappy about an employee’s work as a result of a comprehensive evaluation of aspects 

of work. 

According to Luthans (2006) there are three dimensions of job satisfaction that are 

generally accepted. Firstly, job satisfaction is an emotional response to work situations. 

Secondly, job satisfaction is often determined according to how well the results achieved 

meet or exceed the expectations. If members of an organization feel that they work too 

hard than others do in a department, but receive less appreciation, then maybe they have a 

negative attitude towards their work, leaders, or colleagues. They are not satisfied. 

Conversely, if they feel treated well and paid properly, then they will have a positive 

attitude towards their work. They feel satisfied. Third, job satisfaction represents several 

related attitudes in which an employee has affective responses, including: the job itself, 

salary, promotion opportunities, supervision, colleagues. According to Luthans (2006) 

high job satisfaction will not make employee turnover become low, but conversely if 

there is job dissatisfaction, then employee turnover may be high. 

There are various dimensions of which job satisfaction can be measured. 

However, the dimensions, in general, include satisfaction from the job itself, recognition, 

salary, opportunities to progress, and relationship between employees and supervisors. 

Each dimension creates a feeling of satisfaction as a whole with the work itself. 

Additionally, Robbins & Judge (2013) mention 5 factors supporting job satisfaction, as 

follows: 

1.  Challenging Job 

 Employees tend to prefer the work which provides opportunities to use their 

abilities and skills, and offers various tasks, freedom, and feedback regarding how 

they do them. 

2.  Compensation 

Perception of fairness is one of the most crucial things in examining the 

relationship between job satisfaction and compensation. The determination of 

fairness can be according to the size of work responsibilities and demands, the 

standard of salary, the level of individual employees’ skills, and the severity of 

work. 

3.  Supporting working conditions 

Work environment is concerned by employees for two reasons: personal comfort 

and facilitating their tasks. They would rather have work environment which is 

not troublesome or dangerous. 

4.  Supporting colleagues 
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Most employees perceive that, by working, their need for social interaction is also 

fulfilled. Consequently, it is clear that job satisfaction can be increased by having 

friendly and supportive colleagues. 

5.  Compatibility of personality with work 

The compatibility of personality of employees with their types of work will lead 

to higher satisfaction. This will result in bigger opportunities to be successful in 

their work. 

 

Employee Engagement 

Robbins and Judge (2013) define employee engagement as enthusiasm, 

satisfaction and involvement of an employee in the work he/she does. In addition, 

engagement actively involves emotions and behavior, and entails cognitive aspects. May 

et al., (2004; in Saks, 2006). Then, Robinson, Perryman, Hayday (2004); Kular, Gatenby, 

Ress, Soane, Truss (2008) in Johan, (2014) state that employee engagement is an 

employee’s positive attitude to an organization and its values. 

Schaufeli and Bakker, Rothbard (in Saks, 2006) define engagement as a 

psychological involvement which further involves two important components, namely 

attention and absorption. Attention refers to the cognitive availability and the total time 

spent by an employee in thinking and performing his/her role, while absorption means 

defining the role and refers to the intensity of an employee focusing on his/her role in the 

organization. So, it can be concluded that employee engagement is a level of an 

employee’s engagement and involvement emotionally, physically, and cognitively in an 

organization. 

Engagement is carried out on how individuals empower themselves to achieve 

performance in their work. As stated by Macey and Schneider (2008), in Johan (2014), 

employees who are engaged to an organization have the awareness of business context 

and work with their colleagues in order to enhance work performance for the sake of the 

organization. Similarly, Evan, 2010 in Agung (2012) says that employee engagement is 

very crucial to encourage an organization accomplish its best performance. 

Employee engagement can be seen as the power that provides motivation for an 

employee to improve performance at a higher level than before. The power can be in the 

forms of commitment for both company and his/her job, sense of belonging to the job, 

feeling of pride, more effort than usual, and enthusiasm for completing the work (Wellins 

& Concelman in Endres & Smoak, 2008). 

Moreover, Schaufeli & Bakker, (2004) also state that engagement is positively 

related to job satisfaction and organizational commitment; it is negatively associated with 

intention to leave; and it is also believed to be related to performance and OCB. In 

addition, Saks's (2006) study could prove that job satisfaction, intention to leave, 

organizational commitment, and Organizational Citizenship Behavior (OCBO and OCBI) 

were consequences of employee engagement. 

Employee engagement basically cannot be separated from employee job 

satisfaction, which in turn can create positive employee morale for the sake of 

organization. As stated by Schmidt, Law, Hunter, Roethsen, Pearlman, McDaniel (1993) 
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in Johan (2014), employee engagement is basically based on the employee’s commitment 

and job satisfaction; in other words, employee engagement is a modern version of the 

concept of job satisfaction. 

Characteristics of employee engagement mean characteristics considered to be 

able to affect an individual’s engagement in a company. Schaufeli et al (2002) then 

mention three characteristics of employee engagement, namely: 

a.  Vigor. The characteristics are mental toughness at work, high level of energy, 

endurance in dealing with adversity, and desire to put effort into work. 

b.  Dedication. The characteristics are inspiration, enthusiasm, challenges and pride. 

c.  Absorption. The characteristics are pleasure and full concentration when involved 

in work, therefore it seems that time runs fast even if faced with troubles. 

 

Conceptual Framework 

An organization needs to be aware of things that cause or improve commitment in 

order to increase commitment to the organization. Previous studies have come to a 

conclusion that job satisfaction and employee engagement affect employee commitment 

to an organization. The conceptual framework of this study is as follows: 

 

 

 

 

 

 

 

Figure 1. Conceptual Framework 

 

Hypotheses 

The hypotheses of this study were: 

H1.  Job satisfaction has a positive and significant effect on employee 

organizational commitment 

H2.  Employee engagement has a positive and significant effect on employee 

organizational commitment. 

 

RESEARCH METHOD 

In conducting a study, sampling is needed to simplify the process of study because it 

is not possible for all existing population to be examined due to the limited ability of a 

researcher. According to Arikunto (2010), sample is part or representatives of the 

population under study. The number of respondents for a survey study is minimal 30 

respondents (Hair, et al. 2014). This study was a survey study of which an advantage is 

its generalization, the more respondents take part the better the study is (Kerlinger & Lee, 

2000). So, the researchers attempted to have respondents more than the minimum 

requirement in order that the precision in this study would be better. 

The sampling technique was carried out based on non-probability sampling method 

with purposive sampling technique. It is a method which is based on certain criteria met 
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by respondents. The criterion that had to be met by the respondents were that the 

respondents were banking employees who had worked for more than 2 years. Then, the 

sample of this study was 125 respondents. 

The data used in this study were primary data obtained in a raw and direct form 

from the research respondents. The primary research data were obtained through 

questionnaires distributed directly to be filled by the respondents. The data analysis 

technique used for hypotheses testing was multiple linear regression analysis through the 

program of SPSS ver. 24 

 

Operational Definitions 

In this study there were two types of variables, namely independent variable and 

dependent variable. The independent variables were job satisfaction and employee 

engagement, while the dependent variable was organizational commitment. In order to 

have same understanding of the variables used in this study, the authors provide 

operational definitions in Table 1 below: 

 

Table 1. Operational Definitions 

No Variable Indicator Source 

1. Organizational 

Commitment 

a. Affective commitment.  

b. Continuance commitment.  

c. Normative commitment.  

Mowday et al, 1982 

(dalam Sopiah, 2008)  

 

2. Job Satisfaction a. Challenging Job  

b. Compensation 

c. Supporting working 

conditions 

d. Supporting colleagues 

e. Compatibility of 

personality with work 

Robbins and Judge 

(2013) 

 

3.  Employee 

Engagement 

a. Vigor  

b. Dedication 

c. Absorption 

Schaufeli et al (2002) 

 

RESEARCH FINDINGS 

Before testing the hypotheses, the research instruments were first tested in terms of 

validity and reliability. The result of validity test showed that the overall data had the 

value of corrected item-total correlation > 0.361 with Cronbach’s alpha value > 0.70. 

After that, the data normality test was carried out to find out whether the data were 

normally distributed or not. The data normality test was done by using a graphical 

approach in the form of normal probability plot, that was by comparing cumulative 

distribution of the actual data with cumulative distribution of the normal distribution. 

Data is said to be normal if the data spreads around a diagonal line. The following is the 

figure of normal P-P plot. 
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                                  Figure 2. P-P Plot 

 

Based on the figure above, it can be seen that the research data were spread along 

the diagonal line, so it can be concluded that the variables used in this study were 

normally distributed so that hypotheses testing could be carried out. 

The regression coefficient of each independent variable and the direction of its 

influence on the dependent variable could be seen from the analysis of multiple 

regression data obtained by using the program of SPSS Version 24 as shown in the 

following table: 

   Table 2. The Results of Multiple Linear Regression of Research Variables 

Coefficientsa 

Model 

Unstandardized 

Coefficients 

Standardized 

Coefficients t Sig. 

B Std. Error Beta   

1 (Constant) 1.549 .456  3.397 .001 

Job_Satisfaction .050 .092 .040 .537 .592 

Employee_Engagement .597 .081 .555 7.368 .000 

a. Dependent Variable: Organizational_Commitment 

Source : The Results of Primary Data Processing (2020) 

 

Based on the regression results seen from Table 2 above, the multiple linear 

regression equation in this study could be determined as follows: 

Y = 1.549 + 0.050X1 + 0.597X2 + 0.456 

Y: Organizational Commitment 

X1: Job Satisfaction 

X2: Employee Engagement  

The interpretations of the regression equation obtained are as follows: 

1)  The constant was signed positive by 1.549, meaning that the employees still had a 

positive organizational commitment to their work even though in doing their work 

the employees did not feel job satisfaction and employee engagement. 

2)  The regression coefficient of job satisfaction (X1) was 0.050 and positive. This 

indicated that the higher the job satisfaction was felt by the employees in working, 

the more increasing the employee organizational commitment would be. 
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3)  The regression coefficient of employee engagement (X2) was 0.597 and positive. 

This indicated that the higher the employee engagement is owned by the 

employees, the more increasing the employee organizational commitment would 

be. 

4)  The error value was 0.456, meaning that the equation obtained still had a 

shortcoming in terms of predicting to what extent job satisfaction and employee 

engagement influence employee organizational commitment. 

 

DISCUSSION 

Job Satisfaction on Organizational Commitment 

Based on the results of regression analysis undertaken, job satisfaction did not have 

a significant effect on organizational commitment with sig. 0.592 > 0.05, meaning that 

organizational commitment of the banking employees was not influenced by job 

satisfaction felt by the employees. This was because, for the banking employees, they had 

already had organizational commitment since they joined the company. So, it was not due 

to the presence or absence of job satisfaction that the employees felt when working. For 

the employees themselves, the job as a banking employee had given them more value in 

the form of high prestige among society.  

In addition, for some employees, as long as they had a job and the job was to 

support their lives, so they had a commitment to their job and the organization they 

worked for. From several interviews with the employees, job satisfaction did not affect 

their organizational commitment, because the employees considered their current job 

only a stepping stone, then later they would change their job if they got a job as their 

wish, such as being a civil servant. Even, some of the former employees had resigned 

from the job to become a teacher. 

This result of study is not in line with the result of study conducted by Dewa and I 

Made Artha (2016) at Bali Rani Hotel that job satisfaction had a positive and significant 

influence on organizational commitment. Additionally, Ni Made Dwi and I Gede Riana 

(2014) in their study revealed that job satisfaction had a positive and significant impact 

on organizational commitment. Nevertheless, the result of study conducted by (Eka, 

2014) supports the result of this study that job satisfaction did not significantly influence 

employee organizational commitment. 
 

Employee Engagement on Organizational Commitment 

In working, employees who are engaged to their work have full energy and high 

mental endurance, then it can influence employee commitment since the employees 

perceive that they are responsible for their work. So, employees who have employee 

engagement to their work will remain in the company because for them it is an 

obligation to carry out their tasks. It is supported by (Agyemang & Ofei, 2013) who say 

that employee engagement has a positive and significant effect on organizational 

commitment. 

The results of this study supported the hypothesis that employee engagement has 

a positive and significant effect on organizational commitment with sig. 0,000 < 0.05, 

meaning that the higher the employee engagement is felt by employees, the higher the 
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employee organizational commitment is. This result of study informs that companies 

need to create employee engagement so that the companies’ goals can be achieved 

through the high organizational commitment of the employees. 

This result of study is in line with the result of studies conducted by Schaufeli & 

Bakker (2004) and Albdour & Altarawneh (2014) that employee engagement was 

positively related to organizational commitment. This means that if employees are 

strongly engaged to an organization it can increase job satisfaction and employee 

commitment to the organization. 

To find out how much influence the independent variable consisting of job 

satisfaction and employee engagement on organizational commitment (Y) on employees 

can be seen from the value of R square in the table below. 

 

 

Tabel 3. Model Summary 

Model 
R 

R 

Square 

Adjusted R 

Square 

Std. Error of 

the Estimate 

1 .559a .313 .302 .58809 

a. Predictors: (Constant), Employee_Engagement, Job_Satisfaction 

b. Dependent Variable: Organizational_Commitment 

         Source : The Results of Primary Data Processing (2020) 

 

From table 3 above, the R square value of 0.483 indicates that the contribution of the 

independent variable consisting of job satisfaction and employee engagement to the 

dependent variable, namely organizational commitment in this study was 31.3% while 

68.7% was determined by other factors not examined in this study. 
 

CONCLUSIONS  

With regard to the research findings and the discussion elucidated in the 

previous subheadings, there are some conclusions that can be drawn in this study: 

1. Job satisfaction does not significantly influence organizational commitment of 

banking employees in Padang. The results of this study showed that sig. value of job 

satisfaction on organizational commitment was 0.592 > 0.05. 

2. Employee engagement has a positive and significant effect on organizational 

commitment of banking employees in Padang. The results of this study revealed that 

sig. value of employee engagement on organizational commitment was 0.000 < 0.05. 
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