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ABSTRACT: This study explores the intertwined nature of job satisfaction and organizational commitment. It
examines how various intrinsic and extrinsic factors influence employees' psychological attachment and overall
morale. The research adopts a mixed-methods approach, combining statistical analysis and qualitative insights from
employees across multiple sectors. Findings confirm a strong positive association between job satisfaction and
organizational commitment. The study offers evidence-based recommendations to enhance employee engagement and
organizational loyalty.

L. INTRODUCTION

Job satisfaction and organizational commitment are interrelated concepts crucial to understanding employee behavior,
performance, and retention. Job satisfaction, the positive emotional response to one's job, impacts motivation,
productivity, and organizational success. Organizational commitment reflects an employee's loyalty and attachment to
the organization. While job satisfaction often leads to greater commitment, the relationship is dynamic and reciprocal.
Factors such as leadership style, job characteristics, and organizational culture strongly influence both. In Vietnam’s
public sector, retaining skilled workers is challenging due to lower pay and high expectations. Despite high
qualifications, public employees often feel less committed. Leadership and job satisfaction play key roles in shaping
commitment. Organizations must create supportive environments that promote autonomy, growth, and recognition.
This study explores how job features, satisfaction, and leadership styles affect commitment in Vietnam’s public
sector.Job satisfaction and organizational commitment are deeply interconnected and essential to understanding
employee performance, motivation, and retention. Job satisfaction refers to the positive emotional response individuals
have toward their job, shaped by work conditions, pay, relationships, and growth opportunities.

II. LITERATURE REVIEW

Herzberg's Two-Factor Theory identifies motivators (like achievement and recognition) and hygiene factors (like
salary and company policies) as key influencers of satisfaction.

Meyer and Allen's Three-Component Model outlines affective commitment (emotional attachment),continuance
commitment (cost-related commitment), and normative commitment (sense of obligation).Studies have shown that

satisfied employees are more likely to develop affective commitment.

Hackman and Oldham's Job Characteristics Model shows that autonomy, task significance, and feedback increase
job satisfaction and motivation.

Locke, 1976: Job satisfaction is a widely recognized construct in industrial-organizational psychology, defined as a
positive emotional state resulting from the appraisal of one's job or job experiences

Enache et al., 2011: The relationship between organizational commitment and job satisfaction has been extensively
studied, with a general consensus that they are positively correlated, often in a reciprocal manner.
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III. RESEARCH METHODOLOGY

Research methodology is the systematic and logical plan a researcher follows to conduct a study, ensuring
consistency, reliability, and validity in the findings. It outlines the steps taken to collect, analyze, and interpret data.

Research is a structured and organized investigation aimed at discovering, interpreting, and revising facts or
behaviors. It uses specific methods to explore a defined problem or question.

Research design serves as the blueprint of the study, integrating all components—Iike research questions, methods,
and analysis—into a coherent structure to address the research problem effectively.

Descriptive research focuses on observing, recording, and analyzing characteristics of a subject without manipulating
variables. It answers "what," "where," "when," and "how," but not "why."

Sample design determines the strategy for selecting participants or units for the study. It ensures that the sample
accurately represents the target population and aligns with the research goals.

Data Collection and Tools:

The study's sample consisted predominantly of young adults, with 87.1% of respondents aged between 18 and 30,
indicating a youthful workforce. In terms of gender, 54.8% were female and 45.2% male, reflecting a fairly balanced
demographic. Educationally, most respondents (71%) held a Master’s degree, while 22.6% had a Bachelor's and a
small number (6.5%) held Doctorates.

Experience-wise, 80.64% had less than 2 years of work experience, suggesting a largely early career group. When it
came to job satisfaction, 45.16% reported being satisfied, though a significant number (35.48%) remained neutral, and
a small percentage expressed dissatisfaction.

Regarding compensation and benefits, 35.48% were satisfied, 32.26% were neutral, while the remaining respondents
were either dissatisfied or highly dissatisfied. As for work-life balance, a majority (45.16%) felt neutral, and only a
small proportion were highly satisfied.

On life satisfaction with their current position, most (45.17%) remained neutral. The highest sense of organizational
commitment was associated with opportunities for growth (32.26%) and leadership (29.03%), showing these are key
drivers of engagement. However, recognition and rewards were cited by only 6.45%, indicating a potential gap.

In terms of skill utilization, 45.17% felt neutral, and only 6.45% felt highly satisfied. Similar trends were found in
satisfaction with organizational communication, where most respondents (45.17%) remained neutral.

Scope of the study:
To research differences in work satisfaction and organizational commitment between cultures, as well as the causes
and effects of these differences.

To investigate the factors that influence organizational commitment and work satisfaction at the individual,
organizational, and contextual levels.

Limitation of the study:
The study adopts a cross-sectional design, which limits the ability to establish causal relationships between variables.
Longitudinal research designs would provide more robust evidence of causality over time.

The study's sample may not fully represent the broader population, as participants are recruited through convenience

sampling methods, potentially limiting the generalizability of findings to  other organizational contexts or
demographics.
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Variability in response rates across different demographic groups or organizational units may introduce sampling bias
and affect the representativeness of the sample.

IV. KEY FINDINGS

The findings of the study reveal that the majority of respondents (87.1%) belong to the 18—-30 age group, indicating a
predominantly young workforce. More than half of the participants are female (54.8%), and a significant proportion
(71%) have completed their Master’s degree.

Most respondents (80.64%) have less than two years of work experience, suggesting that the sample consists largely of
early-career professionals. Regarding job satisfaction, 45.16% expressed satisfaction, while 35.48% remained neutral
and only a small percentage (3.22%) were highly satisfied.

In terms of compensation and benefits, 35.48% were satisfied, though 19.35% reported dissatisfaction. Work-life
balance received neutral feedback from 45.16% of respondents, with only 6.45% being highly satisfied. Life
satisfaction with the current position was also largely neutral (45.17%), while 38.70% felt satisfied.

Opportunities for growth and development were the leading contributors to organizational commitment (32.26%),
followed closely by leadership (29.03%). Recognition and rewards played a smaller role (6.45%). A significant portion
(45.17%) felt neutral about how effectively their skills and abilities were used, with 38.70% expressing satisfaction.
Similarly, organizational communication received mostly neutral (45.17%) and satisfied (38.70%) responses.

Importantly, 74.19% of respondents believed their contributions were recognized. However, 32.27% indicated they
might leave their job, and only 3.22% stated they would definitely stay. A moderate positive correlation (0.537) was
found between education and benefits, significant at the 5% level. The chi-square test showed no significant
association between age and satisfaction with communication. Overall, the findings suggest moderate levels of
satisfaction and commitment, with key areas such as recognition, development opportunities, and communication
requiring further attention to enhance employee retention and engagement.

V. CONCLUSION

In conclusion, the study highlights that job satisfaction and organizational commitment are closely intertwined and
play a pivotal role in shaping employee behavior, retention, and overall organizational performance. The research
reveals that most respondents are young, early-career professionals with less than two years of experience, indicating
that organizations need to pay special attention to the expectations and motivations of a younger workforce.

While a fair number of participants expressed satisfaction with their jobs and compensation, a considerable proportion
remained neutral, suggesting room for improvement in several areas of employee experience. Key factors contributing
to organizational commitment included opportunities for growth and effective leadership, while recognition and
rewards were seen as lacking by many. The findings suggest that when employees feel their contributions are valued
and their development is supported, they are more likely to remain committed to the organization.

However, the data also points to potential retention challenges, as a significant number of respondents indicated they
might consider leaving their current jobs. Statistical analysis further confirmed a positive correlation between
educational qualification and perceived benefits, suggesting that more educated employees may have higher
expectations for reward structures. The absence of a significant association between age and satisfaction with
organizational communication highlights that communication challenges are consistent across age groups. Overall, the
study concludes that while general satisfaction and commitment levels are moderate, organizations must take strategic
actions to enhance employee engagement. This includes implementing fair and transparent reward systems, providing
clear communication, fostering leadership development, and creating growth opportunities.
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