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Abstract

A number of recent research studies have demonstrated the presence of a positive
association between working environment and psychological factors on work satisfaction.
Therefore, this study aimed at determining the relationships between workplace friendship,
psychological empowerment and organizational commitment on job satisfaction among
public sector workers. A total of 356 employees participated in this study where results
revealed that the majority of the employees have a high level of workplace friendship,
psychological empowerment, organizational commitment and job satisfaction. Besides,
workplace friendship and psychological empowerment showed a significant relationship with
job satisfaction, meanwhile, no significant relationship between organizational commitment
and job satisfaction was shown. Moreover, psychological empowerment has been identified
to be the unique predictor that leads to job satisfaction among employees. Findings of this
study suggested that psychological training and programs might be effective and crucial to be
regularly implemented in order to boost employees’ motivations and job satisfaction that
later benefits the organization. The theoretical impact and suggested intervention will be
discussed in detail.

Keywords: Work Satisfaction, Workplace Friendship, Psychological Empowerment,
Organizational Commitment, Public Sector Workers.

Introduction

Job satisfaction is one of the most widely researched elements in the field of workplace
psychology (Lu et al.,, 2012). It is associated with psychosocial issues that range from
leadership problems to the need to design jobs. There are various definitions put forward by
researchers in occupational and organizational psychology. According to Locke (1973), job
satisfaction is a positive emotional state that emerges from a person’s judgement of his or
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her accomplishments or the extent to which a person’s job value can be increased. Whereas
Spector (1997) defines job satisfaction as the degree to which an individual enjoys or feels
content with their job or dislikes or feels dissatisfaction.

According to Jitendra and Mini (2013), job satisfaction is inextricably linked to employee
feelings and emotions during and after completing a task. Meanwhile, according to Aziri
(2011) defines job satisfaction as a sum of employee’s positive and negative feelings and
perceptions of their job. In fact, the underlying meaning of job satisfaction might differ for
each individual. For instance, there are individuals who feel satisfied if they can choose a job
based on interest, while others may get the sense of satisfaction by task completion and even
those satisfied when there is a reward awaiting (Saner & Sadikoglu, 2016). Therefore, job
satisfaction is an important mechanism to investigate as it serves as the crucial factor that
leads to recognition, income, promotion, and the accomplishment of other goals that
contribute to a sense of fulfilment (Kaliski, 2007). This study thus intends to investigate
further factors that explains one’s job satisfaction from the environmental and psychological
context.

Literature Review

The Impact of Job Satisfaction on Organisation

Job satisfaction act as the determinant of an individual health and well-being level. Low level
of job satisfaction can affect job productivity and result in a decrease organization
performance (Faragher et al., 2005). Studies conducted by Nadinloyi et al (2013) revealed that
job satisfaction is a strong predictor of mental health, depression, and social behaviour in an
organization. Additionally, Lee et al (2009) discovered that employees with low levels of job
satisfaction were found to experience severe psychological stress. Meanwhile, according to
Piko (2006), low job satisfaction will affect the physical health of the employee where they
are prone to psychosomatic problems (e.g., back pain, headaches, fatigue, sleep problems
and gastro-intestinal problems). This shows that an individual job satisfaction is closely
related not only to mental health but also physical health. Nonetheless, research indicates
that job satisfaction has a significantly greater impact on individual’s mental or psychological
health (fatigue, sadness, and anxiety) than subjective physical illness (Faragher et al., 2005).

From a psychological point of view, job satisfaction may affect an individual’s thoughts,
feelings and behaviour. According to Olatunde and Odusanya (2015), individual’s health and
well-being can be affected due to job dissatisfaction. Individuals are said to be in good health
if they can sustain a happy feeling and a sense of satisfaction while performing a task.
Therefore, job satisfaction is important to be taken seriously in order to avoid the emergence
of other psychosocial problems. Considering the limited studies on job satisfaction from the
Malaysian context particularly public sector workers, this study focuses on determining
factors associated to job satisfaction and further explore the unique predictor that influence
one’s job satisfaction.

Relations between Environmental and Psychology Factors on Job Satisfaction

Job satisfaction has a significant impact on job security, organizational commitment, and
employee loyalty. Nevertheless, the work environment and psychological factors plays
important role on the physical and mental health of employees. These aspects include the job
workload, organizational management and working conditions or environment that fulfil the
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demands of employees. These includes workplace friendship, psychological empowerment
and organizational commitment.

Organizational Commitment and Job Satisfaction

Organizational commitment refers to the degree to which individuals identify with the
organisation for which they work, their level of engagement with the organization, and their
willingness to leave (Greenberg & Baron, 2008). According to Porter et al., (1974), there is a
strong correlation between organizational commitment and job satisfaction in which those
with high commitment to the organization are less likely to leave the organization.
Organizational commitment is thought to be more important than job satisfaction because it
relates to the positive attitude an employee has, not towards his job but towards the
organization. In this regard, the emotional element plays an important role in shaping
organizational commitment and it is characterized by the employee attachment to the
company and readiness to make sacrifices for the organization’s benefit.

Studies related to the relationship between job satisfaction and organizational commitment
have been extensively conducted (Mathieu & Zajac, 1990; Martin & Bennett, 1996; Meyer et
al., 2002; Morrow, 2011). However, the question that arises is whether work commitment
influences job satisfaction or the other way around. Several studies support the hypothesis
that job satisfaction will influence organizational commitment (Tsai & Huang, 2008; Yucel,
2012; Valaei & lJiroudi, 2016). While other studies shows that organisational commitment
contributes to work happiness (Curry et al., 1986; Vandenberg & Lance, 1992). Nonetheless,
it is clear that organisational commitment positively correlates with job satisfaction and yet
to be explored from a different cultural and environmental context.

Psychological Empowerment and Job Satisfaction

Psychological empowerment is defined as an individual’s perception or attitude toward work
and their role in the organization (Conger & Kanungo, 1988). Meanwhile, Thomas and
Velthouse (1990) define psychological empowerment as a set of employees’ cognitions
regarding their work position, which includes four elements: meaning, efficiency,
determination, and impact. There has been a surge in interest in the study of psychological
empowerment as a means of facilitating the formation of an excellent organizations. Studies
revealed that psychological empowerment plays an important role in producing quality work
and a positive environment (Macsinga et al., 2015). This is because psychological
empowerment is inextricably linked to individual leadership empowerment, i.e., it directly
increases job satisfaction and creativity as well as boosts employee morale and effort for
organizational performance (Amundsen & Martinsen, 2015).

Marius and Sebastian (2010) found a significant relationship between psychological
empowerment to job uncertainty and employees’ involvement in the organization.
Psychological disempowerment results in employees’ failure to manage their emotions and
thoughts, which impairs their capacity to complete duties, undermines their self-confidence
and eventually invites crises not just internally, but also among colleagues and organizations.
On the other hand, employees will be actively involved when they are given the opportunity
to be involved in planning the organization and this in turn contributes directly to the positive
improvement of work performance and the production of ideas for innovation and creativity
(Yi et al., 2015). Employee’s perceptions of organizational leadership empowerment and
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psychological empowerment are also the main predicting factors of the employee intention
to develop their career in the organization or resign (Jani et al., 2015). Even previous studies
have proven the importance of psychological empowerment in enhancing job satisfaction,
however, there are still limited studies to prove its importance from the Malaysian context.

Workplace Friendship and Job Satisfaction

There are many functions resulting from the formation of friendships in the workplace in
addition to forming values that can bring the greatest benefits to the individual personality.
Previous research in psychology, sociology, and management has found that friendships in
the workplace can influence job-related attitudes, intentions, and behaviours such as job
satisfaction, job performance, intention to remain in the organization, and absenteeism rates
in the workplace (Riordan & Griffeth, 1995; Ross, 1997). According to Dotan (1997),
employees who have a good and trustworthy relationship with their co-workers create room
for them to share information or seek advice from their co-workers. Thus, the employee will
feel more motivated, secure, and satisfied at work as a result of this support system.

Additionally, the presence of friendships in the workplace will form altruistic behaviour, which
is the proclivity to provide help, guidance, advice, feedback, or suggestions on any subject,
regardless of whether it is work-related or personal. This social support will indirectly develop
an internal strength, which will aid a person in progressing and feeling satisfied with their job
as a result of the support received. Additionally, studies indicate that workplace friendships
can improve organizational performance because the very nature of friendship is that it
involves assisting one another in completing a task, increasing work ethic and positive
communication, all of which contribute to increased employee effort and productivity
(Bandura, 1982). Indeed, friendships at work will lower the likelihood for someone to move
workplace or leave the organization compared to those who do not have good friends at work
because of their sense of belonging and obligation to help other co-workers who have
accepted, understood, and helped them which directly contributes to their job satisfaction
(Morrison, 2004).

Method

Data Collection

A quantitative approach using a self-administered questionnaire was adopted by using a
cross-sectional design method. In order to collect primary data, questionnaires were
distributed randomly to government workers in Putrajaya. Before distributing the
guestionnaires to the employees, a questionnaire needed to be emailed to the director of
every unit to randomly select respondents.

Measurements

Workplace friendship. Workplace Friendship Scale is a questionnaire that is developed by
Nielsen, Jex & Adams (2000). In this questionnaire, workplace friendship is divided into two
aspects. This instrument is used to measure the two aspects of workplace friendship which is
friendship prevalence and friendship opportunity (Nougarou, 2017). The consistency
reliability (Cronbach’s Alpha) for this instrument is 0.89. There are 12 items in this
guestionnaire, for instance “I am able to work with my co-wokers to collectively solve
problems”, “In my organization, | have the opportunity to talk informally and visit others”.
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Respondents were asked to rate to the statement on a four-point Likert scale ranging from 1
(strongly disagree) to 5 (strongly agree).

Psychological empowerment. Psychological Empowerment Scale is a questionnaire that have
been developed by Spreitzer (1995). This questionnaire is used to measure the psychological
empowerment of an employee. The scale in this questionnaire is being divided into four
subdimensions which is meaning, competence, self-determination and impact. The
consistency reliability for this instrument is 0.80. This questionnaire consists of 12 items, for
instance, “I have significant autonomy in determining how | do my job”, “My job activities are
personally meaningful to me”. Respondents were asked to rate to the statement on a seven-
point Likert scale ranging from 1 (very strongly disagree) to 7 (very strongly agree).

Organizational Commitment. Organizational Commitment Questionnaire (OCQ) is a
guestionnaire that is developed by Mowday et al., (1979). This questionnaire is used to
measure the commitment of an employee towards the organization he serves. There are 15
items in this questionnaire which 9 of the questions are the items to measure affective
commitment while another 6 more items are used to measure continuance commitment, for
instance, “I feel very loyalty to this organization”, “I would accept almost any type of job
assignment in order to keep working for this organization”. Respondents were asked to rate
to the statement on a seven-point Likert scale ranging from 1 (strongly disagree) to 7 (strongly
agree). The consistency reliability for this questionnaire is 0.81.

Job satisfaction. Minnesota Satisfaction Questionnaire (MSQ) is a questionnaire that is
developed by Weiss et al., (1967). This questionnaire is used to measure the satisfaction of
an employee towards his job. The purpose of this questionnaire is also to provide chance to
the respondent to express their feeling about their current work, things that satisfy them and
also things that dissatisfy the employee (Weiss et al., 1967). Respondents were asked to rate
to the statement on a five-point Likert scale ranging from 1 (very satisfied) to 7 (satisfied). The
consistency reliability for this questionnaire is 0.89.

Results

Table 1 shows the demographic frequency and percentage of the respondents that involved
in this current study. A total of 356 employees which is 211 of them were female (59.27%)
while another 145 employees were male (40.73%) were involved in this study. As for the age
of the respondents, 34 (9.55%) aged 25 years old and below, 156 (43.82%) aged 26-35 years
old, 120 (33.71%) aged 36-45 years old and followed by 46 employees (12.92%) aged 46 years
old and above.
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Table 1
Respondent’s Background

Variables N %

Age
25 and below 34 9.55
26-35 years 156 43.82
36-45 years 120 33.71
46 and above 46 12.92

Gender
Male 211 59.27
Female 145 40.73

Monthly Income
RM 2,000 or less 81 22.75
Between RM 2,001 to RM 4,000 158 44.38
Between RM 4,001 to RM 6,000 63 17.70
Between RM 6,001 to RM 8,000 45 13.89
RM 8,001 and above 9 2.53

Years of Working
Less than 1 year 18 5.06
1to 4 years 128 35.96
5 to 10 years 93 26.12
More than 10 years 117 32.87

Note: N = frequency, % = percentage

Next, for the monthly income, 81 employees (22.75%) received RM 2,000 or less a month,
158 employees (44.38%) have monthly income between RM 2,001 to RM 4,000, 63 employees
(17.70%) received between RM 4,001 to RM 6,000 a month, 45 employees (13.89%) received
between RM 6,001 to RM 8,000 a month and 9 employees (2.53%) received RM 8,001 and
above as their monthly income. For the years of working, 18 employees (5.06%) work less
than 1 year, 128 employees (35.96%) work between 1 to 4 years, 93 employees (26.12%) work
between 5 to 10 years and another 117 more employees (32.87%) work more than 10 years.

Table 2
Correlation between workplace friendship, organizational commitment, and psychological
empowerment on job satisfaction.

Job Satisfaction

r P
Workplace Friendship 24%* .008
Psychological Empowerment 277 .003
Organizational Commitment .14 .139

Table 2 shows the correlation test between workplace friendship, psychological
empowerment, organizational commitment and job satisfaction. Based on the result, the
workplace friendship has a significant relationship with job satisfaction, r =0.24, p < 0.05. This
shows that respondents that have high level of workplace friendship will have a higher
tendency to be more satisfied with their work. This is supported by a study by Stepanek (2015)
which found that friendship influenced employee’s work satisfaction positively. Meanwhile,
psychological empowerment reported to have a significant positive relationship with job
satisfaction, r = 0.27, p < 0.05. This result shows that respondents who have high level of
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psychological empowerment will also have a high level of job satisfaction. It is said that
psychological empowerment has an important impact towards the work satisfaction of a
worker (Naser & Afnan, 2013). On the other hand, organizational commitment has no
significant relationship with job satisfaction, r = 0.14, p > 0.05. This shows that there is no
relationship between organizational commitment and job satisfaction. In other words,
employee’s work satisfaction was not influenced by their commitment towards the
organization that they serve. Previous study by Norizan (2012) also found that organizational
commitment has no positive relationship with work satisfaction. Overall, from this study it
could be concluded that only workplace friendship and psychological empowerment that
have positive significant effects towards job satisfaction.

Table 3
Multiple regression of the main predictor of job satisfaction.
Predictors B SE 8 t Sig. (p)
Workplace Friendship .315 74 .18 1.74 .05
Psychological Empowerment .295 A5 .25 2.26 .00
F 42.4
df 3
R 31
R? .10
Adjusted R? .26

Note: B = Unstandardized Coefficient Beta, B Standardized Coefficient Beta, t =t value, Sig.(p)
= Significant t-value

Meanwhile, multiple regression analysis was used to test if workplace friendship and
psychological empowerment were able to predict job satisfaction significantly. Based on
Table 3, both workplace friendship (8 =.18, p =.05) and psychological empowerment (8 = .25,
p < .00) significantly contributed to the prediction of job satisfaction among respondents with
the predictors explained 17 percent of the variance. However, psychological well-being
showed the strongest proportion of variance in job satisfaction, F (3, 353) = 42.4, p < .001.
This result has been supported by previous study (meta-analysis; Li, Shi, Xing, Wang, et al.,
2018). Adding to this, Naser and Afnan (2013) addressed that in order to enhance the work
satisfaction of an employee, it is necessary and crucial to empower the intrinsic motivation of
the employee whereby considering one’s authority and acknowledge their skills into plan
making decisions.

Discussion

This study revealed that employees have relatively high job satisfaction whereby it was
significantly associated to workplace friendship and psychological empowerment. However,
organizational commitment does not correlate with job satisfaction within this sample. This
study thus clearly shows that one’s commitment to their organization or psychologically
attach to their organization may not contribute to their job satisfaction but workplace
friendship and a sense of control in regard to their work and an active engagement within
their job rule that will enhance their intrinsic motivation that further enhance job satisfaction.
These results have been supported by previous studies. For instance, according to Hamilton
(2007), when people are involved in a workplace friendship, they may feel more at ease with
their colleagues, alleviating feelings of insecurity and uncertainty. Additionally, they share
more information and empathies with co-workers regarding work-related issue and concerns.
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This could say that increase workplace friendship and resources may assist employees in
completing their jobs, offer works of encouragement, confidence, trust, respect, critical
feedback which further boost enthusiasm and a positive attitude. This emotional and physical
support further supported by the study findings that increase in psychological empowerment
associated positively with job satisfaction.

Additionally, psychological empowerment revealed as the strongest predictor to employee’s
job satisfaction. This study suggests that it is crucial for managers to have employees with
high level of psychological empowerment, since this demonstrates that they view themselves
as competent to do their jobs, have influence over actions in their work environment,
perceive themselves as effective, and value their work. Psychologically empowered
individuals are said to be more satisfied with their jobs and more committed to their
organization (Seibert et al., 2011).

Overall, this study suggests that job satisfaction is critical for managers to consider because it
is associated with a number of desirable organisational outcomes, including high productivity,
low absenteeism, and low turnover rates (Yang & Wang, 2013), as well as mental and physical
health (Shahmohammadi, 2015), all of which are desired by any organisation. Employees that
are most satisfied with their jobs are more likely to recognise the organization’s value and
goals and will stay with the organization (de Lourdes Machado et al., 2011). Employees will
be satisfied if they perform their jobs enthusiastically and are recognized for their efforts
(Avram et al.,, 2015). The organization effectiveness is dependent on employee work
satisfaction, yet it should be noted that job satisfaction is a subjective judgement that varies
from individual to individual and hence varies significantly (Belias et al., 2015).

Implications and Recommendations

Psychological Empowerment as a Significant Contributor to Job Satisfaction

Psychological empowerment involves employees’ belief on the importance or meaning of
their career, their ability to perform effectively on the job, the ability to set career direction
and the power of autonomy given in influencing their work outcome. Spreitzer (1995) explains
that these four elements of cognition will form the next construct of psychological
empowerment if they are met and acknowledged by all employees, and if the organization
assists employees in their self-growth as well as the organization’s development. In summary,
our findings show that empowerment programmes should prioritise attaining optimal levels
across all dimensions in order to build a balanced combination that produces the most
beneficial consequences.

Number of studies on organizational excellence have discovered that psychological
empowerment can significantly boost an individual’s work ethic and job performance. In fact,
psychological empowerment has a direct effect on job satisfaction and raises the rate of
organizational commitment (Durrah et al., 2016). Although in general empowerment in terms
of organizational structure has a direct positive effect on the efficiency and layout of an
organization, it also contributes to employee emotional exhaustion. As a result of this
emotional exhaustion in turn may decrease the employees’ commitment to the organization
(Cho et al., 2006). This demonstrates that one of the primary pillars to consider when
determining employee motivation and momentum is the extent to which their psychology is
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empowered by providing space and opportunities for employees to make decisions, make
recommendations, and equally contribute to the organization’s performance.

Overall, psychological empowerment is seen as a major contributing factor to job satisfaction.
This is supported by this study where job satisfaction among government officials shows that
psychological empowerment not only has a positive relationship on job satisfaction, but it is
also a major contributing factor to one’s job satisfaction compared to workplace friendship
and organizational commitment. This suggest that by enhancing and maintaining the
psychological element of employees by providing authority and acknowledge their roles in
the organization may help to increase employee’s motivation and momentum in contributing
towards organizational excellence.

Increasing the Empowerment of Organizational Psychology

Psychological empowerment is the degree to which an individual feels competent in a
proactive work environment and capable of successfully completing a task. This feeling in turn
will boost the individual’s sense of responsibility and commitment to the organization, as well
as their loyalty to the organization and encourage work performance, when compared to
individuals with low psychological empowerment. In order to empower the psychology of the
individual, there are several key elements that need to be consider. Firstly, is the value placed
by an individual on the purpose and goals of their work, i.e., the ideals and standards
established by the individual from the beginning (Thomas & Velthouse, 1990). According to
May et al (2004), the value placed on a job is seen as a method to cultivate employee
motivation and attachment to their job and involves continuous engagement. Additionally,
by giving a high meaning and value to a job, it will increase individual’s competence and
confidence as long as full trust is given for the individual to complete the task by according to
their skills and not according to others’ instructions. This is because, Maslach et al (2001)
found a strong relationship between self-efficacy and job satisfaction. Thus, the freedom and
trust given by the organization to the employees to compete a task is important in influencing
a person’s inner spirit to remain productive at work.

Moreover, the power of autonomy plays an important role in empowering the psychological
element in the organization that will lead to job satisfaction (Bakker & Demerouti, 2008). The
autonomy given includes giving employees the opportunity to make decision, make
suggestions and views, and choose their own way based on skills and knowledge to solve
problem instead oof having to follow others. The trust given is very important as this will make
the employees feel valued and both contribute to the organization’s excellence through
innovation. Overall, the emphasis on individual psychological empowerment has a substantial
impact on job satisfaction since it entails an appreciation for one’s skills, talents, knowledge,
and the sense of togetherness and belonginess in the organization.

Conclusion

Job satisfaction is important for an organizational existence. It will ascertain the level to which
employees are engaged with the organization by considering their physical, cognitive, and
emotional contributions to the organization. In order to help employees in remaining
proactive and productive throughout their careers, despite physical factors such as salary and
remuneration, as well as environmental factors such as peer support and adequate facilities,
the primary factor that contributes to jobs satisfaction is the psychological factors. Thus,
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psychological empowerment is important and has proven successful in gaining the hearts and
minds of employees as well as improving employee performance (Avolio, et al., 2004; Seibert
et al., 2004). Psychological empowerment is said to be the key catalyst to jo satisfaction
because a sense of direct and valued involvement makes employees more committed and
eager to equally help to increase organizational productivity.
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