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Abstract: This research aims to learn further regarding the impact caused by Organizational 

Commitment, Career Development and Work Environment on Employee Job Satisfaction 

either partially or simultaneously. The research population amounted to 140 respondents with 

a sample filtered of 95 respondents who were employees at Head Office and Site Office of 

PT. Map Surveillances. The quantitative descriptive research method used multiple linear 

regression analysis through the version 22 SPSS (Statistical Package for the Social) 

application program. The results showed that Organizational Commitment, Career 

Development and Work Environment had a positive and significant impact on Job 

Satisfaction both partially and simultaneously. 

Keywords: Organizational commitment, career development, work environment, job 

satisfaction. 

 

INTRODUCTION 

Humans, in this case it refers to employees, plays an crucial part in organization 

management to reached the business goals and it purposes and as the main incitation of the 

company. When the organization has a high commitment to its employees, for example, by 

creating a comfortable work situation and providing career opportunities to employees in 

which to achieve organizational goals. The employees' job satisfaction and dissatisfaction 

will have a huge impact towards the organization and its employees themselves, through 

considering several job satisfaction factors, namely organizational commitment, career 

development and work environment. 

The various results from job satisfaction research which obtained from various sources 

shows that the level of job satisfaction on employees in India is in the highest ranks by 88%. 

While, the level of job satisfaction in Indonesia is only 17%. PT. Map Surveillances is one of 

the private mining companies in Indonesia, with a total of 140 employees. And the results 

from the pre-survey related to Job satisfaction towards its 20 employees by considering the 

indicators of employee job satisfaction variables, which could be explained through table 

below:  
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Table 1. Pre-Survey of Employees’ Job Satisfaction 

 
 

These outcome has shown that: 1) The low of job satisfaction on the employees has 

occurred in the salary factor as many as 60% with the highest percentage and also the job 

factor itself as many as 52% in the pre-survey data. 2) The low of job satisfaction on the 

employees has occured in organizational commitment factors, both continuous commitment 

by 62%, effective commitment by 60% and normative commitment as many as 53%. 3) The 

low of job satisfaction on employees has occured in career development factors, which is by 

62% of employees were feeling dissatisfied with the employee career planning. 4) The high 

of job satisfaction on employees through physical work environment factors reached 75% and 

non-physical work environment was 83%. 5) An indication which tell that the employee 

dissatisfied with the company caused by the company's inconsistency with the policies that 

they're made. 

From the previous research conducted by Prastowo (2015) in his research shows that 

career development had a negative and significant impact on job satisfaction. Furthermore, 

the research of Dhermawan et al. (2012) defines that the work environment did not have a 

significant impact on job satisfaction. 

According to the pre-survey results and the research gap from previous research, further 

research is needed on employees' job satisfaction by investigating further related to 

organizational commitment, career development and work environment satisfaction by 

examining these variables in order to identify which variables that have the most influence on 

employees' job satisfaction. 

 

LITERATURE REVIEW 

Organizational Commitment 

Robbins & Judge (2015) argues that organizational commitment could defines as an 

situation in which an employee is willing to carry out the organizational goals and desired to 

maintain their positions in the organization. Furthermore, Robbins & Judge (2015) viewed 

this organizational commitment as a work attitude. Because it reflects of someone's feelings 

(like or dislike) towards the organization where they work, an individual orientation towards 

the organization which includes loyalty, identification and involvement. So, the 
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organizational commitment has orientation on the active correlation between personals and 

their organizations. This relations orientation has results in the individual (employee) that 

willing to give anything and that anything reffers to support in order to achieve the 

organizational goals. The Dimensionons of organizational commitment were include 

affective commitment, normative commitment and continuous commitment. 

 

Career Development 

According to Simamora (2001) in Widodo (2014:107) career development is a sequence 

of activities related to work, someone's behavior towards values and ambition for career 

advancement. Siagian (2015:215) defines that career development is a decision which made 

recently about what to do next and establish a career plan by taking certain steps to realized 

that career plan. Various steps could be taken by initiative of the workers themselves, but it 

could be take as in form of activities which sponsored by the organization or a combination 

of these two. The career development Dimensionon were includes career opportunities and 

career planning. 

 

Work Environment 

According to Sedarmayanti (2017) in Burhannudin et al. (2019:194) work environment 

could be define as a forum for various groups in which there is a supporting structure to 

achieve company goals based on the company's vision and mission. According to Nitisemito 

(2010:183) in Prasetyo et al (2021), work environment is everything surround by the 

employees which affects them in accomplished their assigned tasks. According to Sutrisno 

(2010) work environment is all work facilities and infrastructure around employees in 

carrying out work which has an impact towards the implementation of work itself. Work 

environment were includes both physical and non-physical. According to some of these 

opinions, it could be interpreted that work environment is an condition of the workplace both 

physical and non-physical which could create a pleasant, comfortable and safe feeling on 

employees and plays huge role on employees in accomplish their tasks. 

 

Job Satisfaction 

Job satisfaction ratings could be describe as how comfortable or uncomfortable a person 

is, or feels satisfied or dissatisfied at work (Rivai & Sagala, 2010:856). Robbins & Judge 

(2015) define job satisfaction as a positive feeling at a work, which has an impact on the 

result from various aspects of the job. According to Locke in Luthans (2006:243) job 

satisfaction is a someone's positive emotional state as the result from appreciation of 

something that they have done. Elicited from these opinions, it could be interpreted that job 

satisfaction is an collection of feelings that experienced by someone towards their job, 

whether they are satisfied with the situation and conditions of work so as to create 

perceptions which reflects on their attitudes and behavior at work. The Dimensionons from 

job satisfaction were include that job itself, salary, promotion opportunities, supervision and 

co-workers. 
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Theoretical Framework 

 
Figure 1. Theoretical Framework 

 

Hypothesis 

According to the development of the theoretical framework above, the hypothesis in 

this research could be explained as follows:  

H1: Organizational Commitment affects Job Satisfaction  

H2: Career Development affects Job Satisfaction  

H3: Work Environment affects Job Satisfaction  

H4: Organizational Commitment, Career Development and Work Environment 

simultaneously affects Job Satisfaction. 

 

RESEARCH METHODOLOGY 

The research design used was quantitative with causal methods to reveal the causal 

relations on each variables. The independent variables in this research are organizational 

commitment, career development and work environment. While the dependent variable is job 

satisfaction. The research population were all employees at PT. Map Surveillance, which 

amounted to 140 people. Based on this population, the number of samples earned was 104 

employees of PT. Map Surveillance, but because 9 samples were not feasible to  analyzed, 

then the sample left only 95 people. This research used several techniques in collected the 

data were included questionnaires, interviews, documentation and observation. Meanwhile, 

the data analysis method that used was multiple linear regression analysis to examine those 

hypothesis. 

 

RESULT AND DISCUSSION 

Instrument Test 

Table 2 shows that the Pearson Correlation value from all question items (indicators) in 

the variables of Job Satisfaction, Organizational Commitment, Career Development and 

Work Environment met the validity requirements, which are above the value of 0.3 so the 

questionnaire used was feasible to be processed as research data. 

 



Volume 2, Issue 4, April 2021    E-ISSN : 2686-6331, P-ISSN : 2686-6358 

 

 

Available Online: https://dinastipub.org/DIJEMSS  Page 658 

 

Table 2. Validity Test Results 

 
 

Table 3 shows that all variables have met the reliable requirements, which is the 

Cronbach's Alpha value > 0.6, thus it could be interpreted that those indicators in these 

variables were reliable and could be discuss further to sort of the issues on this research. 

Table 3. Reliability Test Results 

 
 

Classic Assumption Test 

The Kolmogrov-Smirnov test result shows that the Asymp.Sig. (2-tailed) in Table 4 

amounted to 0.200. The sig value was 0.200 > 0.05, then the residual value data has follows 

the normal distribution. Thus it could be said based on the unstandarized residual normality 

test results, it is found that the data was normally distributed. 
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Table 4. Normality Test Results 

 
 

Table 5 shows that in the independent variable such as Organizational Commitment, 

Career Development and Work Environment, the VIF (Value Inflation Factor) value was less 

than 10 and the tolerance value was above 0.1. Thus, it can be interpreted that the 

multicollinearity did not occurred. Meaning that there is no correlation between the 

independent variables in this regression model. 

Table 5. Multicollinearity Test Results 

 
 

Table 6 shows that the sig value from the variable of Organizational Commitment, 

Career Development and Work Environment was > 0.05 so it could be consider that there is 

no heteroscedasticity in this regression model. 

Table 6. Heteroscedasticity Test Results 

 
 

Hypothesis Examination 

Quoted from the results of multiple linear regression, these following regression 

equation which could be obtained is: Y = 1.014 + 0.463 (X1) + 0.113 (X2) + 0.096 (X3). 

1) For organizational commitment it is found that the t value was 7.469 > t-table 1. 98638 

with Sig value for the influence of the Organizational Commitment variable (X1) on Job 

Satisfaction variable (Y) was 0.000 < 0.05, then Ho was rejected. So it could be 
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interpreted that organizational commitment variable had a positive and significant impact 

towards employees' job satisfaction at PT. Map Surveillances. 

2) For career development it is found that the t value was 2.716 > t table 1. 98638 with Sig 

value for the influence of Career Development variable (X2) on Job Satisfaction variable 

(Y) was 0.048 < 0.05, then Ho was rejected. So it could be interpreted that career 

development variable had a positive and significant impact on employees' job satisfaction 

at PT. Map Surveillances. 

3) For work environment it is found that the t value was 1.998 > t-table 1. 98638 with Sig 

value for the influence of Work Environment variable (X3) on Job Satisfaction variable 

(Y) was 0.018 < 0.05, then Ho was rejected. So it could be interpreted that work 

environment variable had a positive and significant impact on employees' job satisfaction 

at PT. Map Surveillances. 

Table 7. The Results of Multiple Linear Regression Analysis 

 
 

According to the ANOVA analysis results, it shows that the variables of Organizational 

Commitment (X1), Career Development (X2) and Work Environment (X3), has the F-count 

value was 32.925 > F-table 2.70, then Ho was rejected. So it could be interpreted that these 

variables of Organizational Commitment, Career Development and Work Environment 

simultaneously affects Job Satisfaction. While its significance value was 0.000 < 0.05, then 

Ho was rejected, which means that those variables (Organizational Commitment, Career 

Development and Work Environment) has a positive and significant impact towards Job 

Satisfaction of PT. Map Surveillances. 

Table 8. F-Test Results 

 
 

According to the test results, it is found that the coefficient of determination (R
2
) was 

0.52. This illustrated that these three independent variables, namely Organizational 

Commitment (X1), Career Development (X2) and Work Environment (X3) simultaneously 

describe the variation in Job Satisfaction (Y) by 52% while the remaining of 48% was 

explained by other factors outside the research variables. 
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Table 9. The Results from Coefficient of Determination Test 

 
 

CONCLUSION AND SUGGESTION 

Conlusion 

Conclusion according to the research results and discussion as previously described, 

several conclusions could be obtained as follows: 

1) Organizational commitment had a positive and significant impact on employees' job 

satisfaction at PT. Map Surveillances. The highest value of the relations between 

dimensions was occured in the dimension of continuous commitment to promotion 

opportunities. 

2) Career development had a positive and significant impact on employees' job satisfaction 

at PT. Map Surveillances. The highest value of the relations between dimensions was 

occured in the dimension of career management to promotion opportunities. 

3) Work environment had a positive and significant impact on employees' job satisfaction at 

PT. Map Surveillances. The highest value of the correlation between dimensions was 

occured in the dimension of the non-physical work environment to supervision. 

4) Organizational commitment, career development and work environment together 

(simultaneously) had a positive and significant impact on Job Satisfaction by 52%. 

 

Suggestion 

Elicited from the conclusions which have been mentioned above, there are several 

suggestions that could be used as consideration to improve the job satisfaction, namely as 

follows: 

1) In order to increase the employees' job satisfaction through organizational commitment, 

where it is found that the highest correlation value occured in the dimension of 

continuous commitment to promotional opportunities, So it is advisable for companies to 

creates an improvements in the aspect of promotional opportunities, such as the company 

is expected to capable to provide a fair opportunities based on competence and potential 

of each employee to get that promotion with hoped that employees would have an 

emotional attachment which turn into loyalty to the company. 

2) In order to increase the employees' job satisfaction through career development, where it 

is found that the highest influential correlation value occured in the correlation between 

career management and promotion opportunities, So it is advisable for companies to 

provide opportunities for each employee to gained an educational and training 

opportunities, Certainly with guidance and direction from the right leaders by focusing on 

the company's needs about the talents and abilities of employees. Company involvement 

could be done through career education, career information, career counseling and 

providing career counseling to help the employees set up their career goals and find 

suitable career paths. 



Volume 2, Issue 4, April 2021    E-ISSN : 2686-6331, P-ISSN : 2686-6358 

 

 

Available Online: https://dinastipub.org/DIJEMSS  Page 662 

3) In order to increase the employees' job satisfaction through work environment, where it is 

found that the most influential correlation value occured between non-physical work 

environment to supervision, which is by providing a system of supervision, guidance and 

direction which carried out directly by the right leader, one of that is by providing 

guidance and direction when employees experiencing difficulties at work so the 

employees would be able to complete work accordingly with measured manner and also 

supported by co-workers who are harmonious and capable to work well together. 

4) And it is hoped that this research could be useful enough as a reference for managing 

human resources in the company in an efforts to enhance the employees' job satisfaction 

from the view of the aspects of organizational commitment, career development and work 

environment. As for further research, the results of this research was proven that the 

coefficient of determination was 52%, so there are still has possibility for doing further 

research by upgrading this research through adding another variables which relates to the 

employees' job satisfaction. 
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