
The Influence of Work Motivation and Job Satisfaction Toward Organizational 
Commitment among Banking Employee 

 
 

Rikawati Ginting Munthe1, Zulkarnain2,  Ferry Novliadi3  

1,2,3 Department of Psychology of Universitas Sumatera Utara  

1 rikawati.ginting@gmail.com, 2 zul-psi@yahoo.com, 3 ferrynovliadi@gmail.com 

 
 

ABSTRACT 
 

This study aimed to determine the influence of work motivation and job satisfaction toward employee 
commitment to the organization. Measuring instruments used in this study is the scale of employee 
commitment, work motivation scale and job satisfaction scale. This study involves bank employees in the 
city of Medan and amounted to 85 people. The results of data processing using multiple regression 
analysis showed that work motivation and job satisfaction positively influenced toward the employees 
commitment with the calculated value of R = 0.745(a), R2 = 0.555, F = 51.171, p <0.01. The implications 
of research expected that the management can maintain the motivation of employees according to 
company policy, pay attention to supporting aspects of job satisfaction in order to improve employee 
satisfaction and provide welfare for the commitment of employees to the company. 
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I.  INTRODUCTION 
 

   
The banking industry is one type of industry that is currently faced with a tight competitive climate, 

complex and rapid business environment changes. Competition became increasingly sharply in line with 

the entry of foreign banks that compete for customers in the same market. Foreign banks have a number of 

advantages in terms of reputation, innovative product selection, and strong global network. For banks, 

employees are assets that must be managed properly. However, as a source of assets, employees are also a 

source of risk for banks. Many cases in banking are showing how employees become a source of 

catastrophe. Although many bank employees who showed his achievements. 

One aspect that needs extra attention in the field of human resources is the commitment of 

employees to the organization. This factor is indispensable because individuals who are highly committed 

to the organization will constantly seek to advance the organization [1].  The quality of human resources 

that has a strong influence on organizational performance is a commitment. Employees who are committed 

to the organization have the potential to improve performance either individually, group or organization. 

Employees with high organizational commitment will provide maximum effort voluntarily for 

organizational progress [2].   

Employees with a high commitment to the organization is very important to be owned by an 

organization because without a commitment to a strong organization, the organization will not run 

optimally. In addition, high employee commitment will make the employee more stable and productive in 

the work so that eventually will bring more benefits to the organization  [3].   

Employees without work motivation will not be able to make a significant contribution to the 

organization. The delay in increasing the work motivation will have less productive impact on human 

resources resulting in not achieving the target organization [4].   
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A person's behavior in work is also influenced and stimulated by his wants, needs, goals and 

decisions. If the motivation has been manifested by the company where he works then with confidence he 

will give a high commitment to the company. Through the maximum performance of employees what the 

company's goals will be achieved [5].   

Commitment is one of the attitudes of the organization [6].  As attitude, organizational commitment 

most often defined as a strong desire to remain as member of a particular organization; the desire to strive 

to the best of the organization; certain beliefs, and acceptance of organizational values and goals. 

A commitment to the organization as a belief and a strong acceptance of organizational goals and 

organizational values, the willingness of trying earnestly to assist the organization in achieving its goals 

and desires to remain a strong member of the organization [7].  Organizational commitment can be defined 

as the extent to which an employee experiences a sense of unity with their organization. members who are 

committed to their organization will be more able to survive as part of the organization than members who 

are not committed to the organization  [8]. That organizational commitment as a condition in which an 

employee sided with a particular organization and its goals and intentions to maintain membership in the 

organization [9]. 

 

A. Organizational Commitment and Work Motivation 

Aspects of employee commitment to the organization as follows: Identification is strong trust and 

acceptance of organizational values. Identification manifested in the form of employee trust towards the 

organization and employees are very interested in the goals, values and objectives of the organization. Job 

involvement (the involvement of employees) is the willingness to do their best for the benefit of the 

organization. Loyalty is the desire to remain a member of the organization concerned which is declared by 

an employee to the organization / company where he works [10]. 

Motivation is a collection of psychological processes that cause movement, direction, and 

persistence of a voluntary attitude that leads to goals [11].  That motivation is the impetus for acting 

against a series of human behavior processes by considering direction, intensity, and persistence in 

achieving goals. Work motivation is the result of a collection of internal and external forces that cause 

workers to choose appropriate ways of acting and to use certain behaviors. Ideally, this behavior will be 

directed at achieving organizational goals [12].   

Aspects of work motivation that may affect employees' commitment are the direction of behavior, 

which is strongly influenced by what one person desperately wants to do, the intensity of behavior, which 

is roughly equivalent to how hard the individual tries to go in that direction, persistence , which is the 

individual's willingness to stay in the direction even though obstacles will be encountered [13].  If there is 

a balance between expectation and reality, it will keep employees satisfied and show a positive 

relationship with the organization that ultimately leads to commitment [14].   

 

B. Organizational Commitment and Job Satisfaction 

 

A comprehensive definition of job satisfaction that includes reaction or cognitive, affective and 

evaluative attitudes and states that job satisfaction is a happy emotional state or positive emotion derived 

from a job assessment or a person's work experience. Job satisfaction is the result of employees' 

perceptions of how well their work delivers what is important  [15].   
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There is a positive and significant relationship between overall job satisfaction, job dimension, 

income, promotion opportunity, co-worker with organizational commitment.  The results showed a 

significant relationship of supervision and collegiality and open communication to job satisfaction  job 

satisfaction was found to be most significantly related to work commitment [16].  Job satisfaction where 

its absence often causes lethargy and decreases organizational commitment. A lack of job satisfaction is a 

stopping predictor of employment. Low job satisfaction (dissatisfaction) causes employee turnover to be 

high due to low commitment. It is appropriate to say that job satisfaction is important in employee 

commitment [17].   

 

C. Work Motivation, Job Satisfaction And Employee Commitment 
 

Job satisfaction and work motivation perceived by employees can decrease organizational 

commitment or increase organizational commitment of employees. Employees who are satisfied with the 

work earned will be motivated to improve performance so that it will have an impact on increasing the 

company's success. Employees who work happily and without coercion will produce good results and will 

foster organizational commitment of employees to the company [18].  Motivated employees will do their 

utmost to work hard to do their job well for the success of the company. Hard work done in the presence of 

encouragement or motivation will produce a personal satisfaction for employees in doing their work. Job 

satisfaction and work motivation are directly related to organizational commitment of employees [19].   

The motivation of work have a positive and significant impact on organizational commitment of 

employees. Job satisfaction has a positive and significant impact on organizational commitment. 

Meanwhile, the variable of work motivation and job satisfaction have positive and significant effect to 

organizational commitment of employees. 

II.  RESEARCH METHODS 

 

A. Subject 

       In this study the subject of research amounted to 214 people who are employees of PT. Bank 

Danamon Indonesia, Tbk Medan regional office. The research questionnaire was distributed to 214 

respondents, with a return rate of 39.25% (85 questionnaires) that was eligible for analysis. 

 

B. Data analysis Method 

Methods of data analysis in this study using Multiple Regression Analysis. The data in this study 

will be analyzed by statistical analysis, which can work with numbers, objective and universal  [20].  

Analysis of data used to see the extent to which the motivation of work and job satisfaction as independent 

variables able to affect the commitment of employees in this study into dependent variables. The main 

objectives to be achieved by using this method of multiple regression analysis is ; 

1.  Determine the regression line based on the value of constants and coefficients regression generated. 

2.  Determine the correlation together between the independent variables (predictors) and dependent 

variables (criteria) that are seen through the R. 

3.  Test the significance of the influence of independent variables (predictors) on the dependent variable 

(criteria) through the F value/ANOVA test  

 

IAETSD JOURNAL FOR ADVANCED RESEARCH IN APPLIED SCIENCES

VOLUME VI, ISSUE II, FEBRUARY/2019

ISSN NO: 2394-8442

PAGE NO:82



 

 

 

C. Measurement Instrument Variable Research 

Employee commitment scale used to measure employees' commitment to the firm is an adaptation of 

the development of commitment scale  as mentioned in [1]  and modified by the researcher. Aitem-aitem 

in Employee Commitment Scale is based on aspects including identification, engagement and loyalty. The 

Work Motivation Scale is derived from the definition of motivation  as in  [11]    that the forces within the 

person affecting behavior have 3 (three) aspects: (a) direction, (b) intensity, and (c) persistence. Job 

satisfaction scales were obtained based on job satisfaction definition proposed by [15]  that job satisfaction 

has 5 (five) aspects: satisfaction with (a) the job itself, (b) salary (c) promotion opportunity (d) supervision 

and (e) co-workers. 

Each of these aspects will be broken down into a number of favorable and unfavorable statements, 

where subjects are given five alternative choices: Very Match (VM), Correct (C), Neutral (N), Unsuitable 

(U), and Very Unsuitable (VU). 

 

D. Results and Discussions 

Based on the research data can be grouping that refers to the criteria of categorization. This 

categorization is based on the assumption that the population scores are normally distributed. 

Categorization criteria used in this study are divided into three categories, namely high, low and medium. 

The classification refers to the hypothetical data with the Standard Deviation used is the multiplication of 

one Standard Deviation [21]   with the category formula: 

a. High = Mean + 1 (SD) = X 

b. Medium = Mean – 1 (SD) < X < Mean + 1 (SD) 

c. Low = X = Mean – 1 (SD) 

So grouping by category is as follows: 

Table 1.  Research Datas Categorization 

Variable  Range  Categorization Frequence Percentage 

Employee 
Commitment 

77 = X High 20 28,23% 
49 < X < 77 Medium 64 70,59% 

X = 49 Low 1 1,18% 
     

Work 
Motivation 

73,3 = X High 63 74,12% 
46,7 < X < 73,3 Medium 22 25,88% 

X = 46,7 Low 0 - 
     

Job 
Satisfaction 

99 = X High 32 37,65% 
63 < X < 99 Medium 52 61,18% 

X = 63 Low 1 1,17% 
 
Refer to the Table 1,  the spread of research subjects are in the high and medium category. In terms 

of employee commitment, and job satisfaction, subjects were in the medium category of more than 50%, 
70.59% (64 people) on employee commitment and 61.18% (52 people) on job satisfaction. While on the 
work motivation subject with high category more that is 74.12% (63 people). 
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E. Analisys Results 

To see the relationship of work motivation and job satisfaction with employee commitment done 

multiple linear regression test with enter method. Regression analysis result is R equal to 0.745 This shows 

value for correlation between work motivation and job satisfaction with employee commitment equal to 

0,745. It can be said that the correlation value is strong (> 0.5). 

Furthermore can be seen the value of coefficient of determination (R Square) of 0.555 indicating that 

the variable of employee commitment is influenced by job motivation and job satisfaction of 55.5% and 

the rest of 44.5% influenced by factors other than work motivation and job satisfaction. 

 

Table 2. Multiple Regression Test Results Work Motivation and  
              Job Satisfaction with Employee Commitment 

Model 
  R R Square 

Adjusted R 
Square 

Std. Error of the 
Estimate 

1 ,745(a) ,555 ,544 5,963 
a  Predictors: (Constant), Job Satisfaction, Work Motivaion 
b  Dependent Variable: Employee Commitment 
 

In Table 3 show  the value of contributions of work motivation and job satisfaction to employee 
commitment as follow : 
 
Table 3. Work Motivation and Job Satisfaction with Employee Commitment 

Model 
  

Change Statistics 

Sig. F Change 
R Square 
Change F Change df1 df2 

1 ,555 51,171 2 82 ,000 
a  Predictors: (Constant), Job Satisfaction, Work Motivation 
b  Dependent Variable: Employee Commitment  

 

Based on Table 3. it can be seen that R Square Change value for work motivation variable and job 

satisfaction is 0.555. This shows that the amount of contribution of work motivation variable and job 

satisfaction to employees commitment is 55.5%. 

To test the hypothesis that "there is a positive influence of work motivation and job satisfaction on 

the commitment of employees in the organization" can be proven by looking at the significance value of 

the F test in Table 4. follows: 

 
Table 4. ANOVA Regression Test of Work Motivation and Job Satisfaction 

with Employee Commitment 

 Model 
  

Sum of 
Squares df 

Mean 
Square F Sig. 

1 Regression 3639,490 2 1819,745 51,171 ,000(a) 
  Residual 2916,086 82 35,562     
  Total 6555,576 84       

a  Predictors: (Constant), Job Satisfaction, Work Motivation 
b  Dependent Variable: Employee Commitment 
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If significance <0.05 then H0 is rejected and if significance> 0.05 then H0 is accepted. Because the 

value of significance in Table 4.15 for 0.000 (<0.05) then H0 rejected. This means that there is a positive 

effect of work motivation and job satisfaction on employees' commitment to the organization. 

 

 

III. DISCUSSIONS 

Regression test result of motivation and job satisfaction influence toward employee commitment 

proves hypothesis: "there is positive influence of work motivation and job satisfaction toward employee 

commitment in organization". 

Previous studies have shown other variables related to employee commitment such as organizational 

climate and communication climate where the results show a positive correlation with organizational 

commitment level [22].   In addition, workers 'psychological welfare is also a predictor variable to 

employees' commitment [23]   transformational leadership variables, transactional leadership and 

positive/avoidant leadership can also affect organizational commitment.  Previous research [12], the higher 

employee motivation, employee loyalty to the company is also higher loyalty is one aspect of employee 

commitment. 

Unlike to with [24]  there is a significant relationship between organizational commitment as a 

dependent variable and organizational fairness as an independent variable. the strength of his relationship 

is moderate which means that justice will affect commitment. 

According [25],  managers can not do anything or be effective in their work, if their employees are 

not motivated to perform well. So as a manager or supervisor it's important to constantly look for ways to 

engage people and arouse their enthusiasm and commitment to the organization and its goals. [26], 

examined the effect of work ethic on job satisfaction and organizational commitment in Sharia Bank. The 

findings indicate that work ethics has a significant positive effect on organizational commitment. This 

study concludes that work ethics is essential for organizational commitment but they can not automatically 

make high job satisfaction. 

Employee commitment is influenced by job satisfaction. This is in line with the results of previous 

studies. First, research of [27] which shows the results of the study of the relationship between job 

satisfaction with organizational commitment positive and significant. The  role fit is the most important, 

followed by work challenges and management support. The results show that commitment depends on the 

extent to which employees experience that their organization is committed to them. 

Meanwhile, Yamada's research [28], examined whether the study of organizational commitment 

applies to older employees, whether unique measures for older employees have a significant relationship 

to their organizational commitment, these factors differ based on the retirement status. The results show a 

significant hierarchical relationship between employee organizational commitment and job security, 

personal relationships in the workplace and job characteristics. The effects of salaries, job autonomy, job 

demands, and sponsored work programs differ based on retirement status.  

Similarly, based on the findings of  [29], a review from concluded that organizational commitment 

and job satisfaction are interrelated. In other words, job satisfaction can motivate workers to actively 

involve themselves in work and become brilliant workers and continue to show a high commitment to the 

organization. 

Research on employees engaged in information technology in Bangalore concluded that employees 

choose an organization based on salary and company reputation. Employees who are satisfied with their 

work and found to be heavily involved with their organization [19]. 
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From result of research of [30], obtained result that there is positive and significant correlation 

between job satisfaction variable and organizational commitment variable. Organizations should pay 

attention to job satisfaction variables which, among others, focus on variables related to leadership 

qualities, work motivation and organizational climate. The main thing that is expected is the higher 

commitment to the organization, and actually have loyalty, integrity, self-belonging and become an 

integral part of the organization in order to bring the organization's good name forward. 

Employee job satisfaction really affects the organization's commitment to the organization that 

shelter it. Theoretically supported by [31],  that allegedly there is a strong link and influence between job 

satisfaction factors and organizational commitment. Even directly empowering employees have a positive 

effect on job satisfaction and organizational commitment. High satisfaction will cause the quality of 

relationships between individuals within the organization to be better. And the quality of relationships will 

lead to better commitment among them [32]. 

The success of an organization and the pursuit of quality depends not only on how the organization 

makes the most of human competence, but also on how to stimulate organizational commitment [33]. 

Greater commitment can lead to enhanced feelings of belonging, security, self-belief, greater career 

progression, increased compensation and increased intrinsic rewards for individuals. For the organization, 

the rewards of commitment can mean increased employment, limiting turnover, reducing training costs, 

greater job satisfaction, acceptance of organizational demands, and the occurrence of organizational goals 

such as high quality [34]. 

IV. CONCLUSION 

Based on the results obtained in this study, it is concluded the accepted research hypothesis where Sig. = 

0,000 (p<0.05), that jointly work motivation and job satisfaction have positive and significant effect to the 

improvement of employee commitment. That is, the higher the work motivation in employees and the 

higher the job satisfaction of the company the higher the commitment to the company. Work motivation 

and job satisfaction contribute 54.4% in increasing employee commitment, while 45.6% is influenced by 

other variables. In the data categorization of research variables, the level of employee commitment and job 

satisfaction of majority research subjects are in the category of being, while the level of employee 

motivation in the high category. 
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